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ABSTRACT 
According to many researches, the 360-Degree Assessment System is 
becoming more and more popular in the Westem countries. The fad is also emerging 
in Asia. As many scholars suggest, the 360-Degree Assessment System has a wide 
range of advantages. It allows for a more objective and accurate assessment with 
reduced discrimination and biases, and hence reduced defensiveness from the ratees. 
It can enhance the sense of involvement and respect for the subordinates and peers. It 
can more effectively identify development needs for each individual and hence can 
provide more insight into the whole organisation. The focus on customer service can 
also secure the comparative advantages of the company. On the other hand, however, 
there are also a number of disadvantages for the System. These includes resistance 
from staff, "cultural shock" to supervisors, honesty and truthfulness of the ratings, 
conflicting judgment, survey fatigue and time and cost implications. 
According to the theories, there are number factors for successful 
implementation of the System, such as proper training for users, anonymity and 
confidentiality, expert interpretation of results, written description together with 
numeric rating, aligning assessment criteria with business strategy, etc. 
To investigate how the System works in the Hong Kong setting, a series of 
case studies with four companies has been conducted. The analysis on the actual 
performance ratings given under the 360-Degree Assessment System show that 
appraisers with different roles do have very different assessment the same appraisees. 
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This proves the value of the System : providing evaluation information from varied 
perspectives. The variation patterns also vary among themselves in terms of different 
sexes, work functions, countries, and competencies being assessed. 
The opinion survey on users of three companies in Hong Kong using the 
System shows that companies may implement the System in different methods with 
different purposes, i.e. training and development, or performance management. While 
the owners of the System (representatives from human resource department) are 
generally positive and confident towards the System, the opinions from the users 
(appraisees and appraisers) have somehow quite different views. The System do help 
ratees to understand more about themselves. This confirms the value of the 360-
degree system in providing "perceptions from different others". However, users 
generally think that the System is meaningful, effective and more acceptable when the 
results are used for developmental purpose only. It takes more time for them to accept 
it as a substitute of traditional performance appraisal, i.e. for personnel decision. 
Honesty of the raters, nevertheless, does not seem to be a major problem. 
Users do not show tendency to manipulate the assessment for any improper reasons. 
Although many ratees do not seem quite confident that their raters have adequate 
observations on their performance, the use of narrative comments and supporting 
evidence can increase the reliability of the assessment and hence provide a remedy for 
this problem. The study also confirms that confidentiality and anonymity are crucial if 
the system is to be well-accepted by users. Li contradiction to the theory of many 
researchers, most of the users do not find the System helpful in enhancing the 
relationship between supervisors and subordinates. 
According to the empirical research in this study, the application of 360-
Degree Assessment in Hong Kong is quite different from that in the United State, 
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where users have already accepted it as a powerful system for personnel decision. To 
apply it more widely and popularly in Hong Kong, there should be more in-depth 
investigation on the underlying reasons and rationality behind the users' opinions, 
which are some possible areas for further research in future. 
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• R O D U C T I O N 
Li recent years, the 360-Degree Assessment System as a tool for assessment 
and development for people at work has become more and more popular worldwide. 
Many organisations have now incorporated this methodology in their human resources 
processes. According to the recent research by Saville & Holdsworth Hong Kong 
Limited the application of 360 Degree Assessment in Asia has also seen a substantial 
growth. However, the methodology is still not widely taken up as it has been in some 
Westem countries. 
This research project aims to explore in particular the application of the 360-
Degree Assessment System in Hong Kong. Starting from the academic review, the 
study covers the advantages and disadvantages of the system based on the theoretical 
study and applications experience previously established by many researchers. A 
series of factors for success recommended by these researchers are also be included. 
Besides, there is also a brief overview of the application of the system in the United 
State and in Hong Kong, based on the findings from two independent researches by 
HR consultants. 
Next, to further investigate the application of the 360-Degree Assessment 
System in Hong Kong, a series of hypothesis and questions on practical issues have 
been set. These issues concem the effective application of the system, such as the 
different purposes / usage, the potential limitations of the application, etc. To 
address to these issues, a research on three different companies in Hong Kong has 
2 
been conducted. Questionnaires have been sent to the human resource departments of 
these companies with a view to exploring how the 360-Degree System is implemented 
in their companies. Besides, opinion questionnaires have also been distributed to the 
users of the System in these companies, including the appraisees and appraisers. 
Also, appraisal results from another one company using this System have been 
collected and analysed in different dimensions. 
Through the above case studies, the hypothesis and questions mentioned above 
will be verified and answered, providing a number of insights into the application of 
the system in Hong Kong. 
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CHAPTER n 
ACADEMIC REVffiW ON 360 DEGREE ASSESSMENT SYSTEM 
What is “360 Degree Assessment Svstem"? 
The 360-degree assessment is also called "multirater feedback", "full-circle 
feedback", "upward appraisal" and "peer review". As its name suggests, it is an 
assessment system in which the information, evaluation, judgment or ratings about the 
competency and performance of an individual or a team are collected from a variety of 
sources, including supervisors, subordinates, peers, customers, stakeholders and self. 
Scope of Usage ‘ 
The 360-degree assessment system can be used for many different purposes. 
The most common use is for training and development, i.e. for the individual or team 
to understand their own strengths and weakness, and hence the development needs. 
While some companies particularly use the system for managers to understand 
their own management style, some companies make use of the feedback results for 
succession planning. Besides, the 360-degree assessment process is also used as an 
integral part of a training course, and to measure the effectiveness of training\ 
Whilst most of the companies use the system for development purpose, some 
use it as a substitute of the traditional performance appraisal. In these cases, the 
1 "A 360-degree turn for the better." People Management (February 1995), P. 20 
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results of the feedback are used to determine pay awards, promotion decision or even 
termination decision. 
Some companies even use the system to enhance team-building spirit after 
company restructuring or downsizing. 
Raters 
Unlike the traditional top-down appraisal, the 360-degree assessment involves 
raters from different levels and sources. There is no ideal number of feedback 
providers. Some consultants suggest 4 to 10 feedback providers (raters) for each 
feedback recipient (ratee). However, some consultants maintain that who gives the 
feedback is more important than how many . 
Scoring 
Since the same ratees will receive different ratings from different raters, the 
common approach is to take an average of all the ratings. To eliminate the distortion 
resulted from extreme raters, some consultants suggest adopting the "Olympic rating 
n 
scale" where the highest and the lowest scores are thrown out. 
Besides, ratees can compare their scores over time. This is called "ipsative 
scoring". They can also compare their scores with the scores of other staff in similar 
positions. This is called "normative scoring"^. 
On the other hand, some companies compare the ratings given by raters from a 
specific source with the ratings given by the staff themselves, e.g. peers vs. self, 
2 Mary N. Vinson "The Pros and Cons of 360-Degree Feedback : Making it Work.” Training & 
Development (April 1996), P. 11 
3 Catherine Romano "Fear ofFeedback." Management Review (December 1993), P. 38 
4 Kenneth M. Nowack "360-Degree Feedback : The Whole Story." Training & Development 
(January 1993) P. 69 
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subordinates vs. self. This aims to give the ratees an impression on how their own 
perception on themselves differs from others' perceptions. 
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The Advantages of Using the 36Q-Degree Assessment 
Comprehensive, Balanced Feedback 
The 360-degree feedback is the only means of comprehensively evaluating the 
individual in all their important work relationships. The feedback providers are the 
people who work with the ratees on a daily basis in different relationships, i.e. 
supervisor, subordinates, peers and customers. All assessments are based on raters' 
real life experience with the ratees. The feedback is balanced and reliable. Since it is 
expected that one would behave similarly with most, if not all, co-workers, the 
consistency of behaviour is also tested^. 
Through the self assessment, it can also show how the ratees think of 
themselves, compared with how others think. This provides a valuable insight for the 
ratees to reflect further on their own strengths and weaknesses. 
Lisight into Management Style 
With the trend of re-engineering and competitiveness enhancing, most 
organisations are now flattening the layers and as a result the nature of relationships 
between boss and subordinates are changing dramatically. As claimed by David 
Lynn, a vice president for organisational development consultants BlessingAVhite, “A 
manager will not survive if he remains an authoritarian, dictatorial boss." It becomes 
more significant for the bosses to understand how their subordinates perceive them^. 
Also, according to Manuel London and Richard W. Beatty, a comprehensive 
measure of managerial effectiveness must include not only contribution to 
5 Mannel London and Richard W. Beatty "360-Degree Feedback as a Competitive Advantage." 
Human Resource Management (Sununer/Fall 1993), Pp. 353 - 372 
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organisational performance through measures of business success (such as financial 
and operational), but must also include leadership behaviours that are aligned with the 
business strategy?. 
The 360-degree feedback is the most effective source where the managers can 
get an insight into how their management style and leadership behaviour work. 
Reduce Biases and Discrimination 
The traditional top-down appraisal system has long been criticized for the 
possible subjectivity and biases. Since the assessment is a one-way perception, the 
evaluation may be subject to intentional or unintentional biases or discrimination. 
Appraisees are less ready to accept the evaluation, especially when the results are 
rather negative and when the appraisal is linked with salary review, promotion or even 
termination decision. 
Li 360-degree feedback system, the role of evaluator is shared by people with 
different working relationships with the ratees. Shifting this responsibility from one 
individual reduces the adverse impact if any one rater is not giving an objective 
evaluation. Li this sense, the results can be more reliable and acceptable by the 
appraisees. 
Effective Identification of Developmental Needs 
The feedback received during the 360-degree process allows for easy 
identification of the strengths and weaknesses of an individual or a team. The 
improvement areas and development needs are hence identified. This enables the 
^ Catherine Romano "Fear ofFeedback." Management Review (December 1993), P. 38 
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training effort to be targeted according to the priority. In many cases, the all-round 
assessment can help managers to detect their own barriers to success and performance 
thresholdl 
Licorporating the 360-degree feedback system into the whole companies can 
also help provide a more comprehensive insight into the developmental needs of the 
entire organisation^. 
Customer Service Focus 
The 360-degree feedback involves assessment from internal customer and 
external customer. This emphasizes the importance of client expectations in 
determining company focus. The customer-based data can provide "customer 
intelligence ,io which, when combined with data on leader behavior as seen by 
subordinates, can often create the discrepancies that energize focused change. The 
focus on customer service can hence enhance the competitive advantage of the 
organisation. 
Higher Staff Involvement and Motivation 
On a staff relation perspective, since the whole assessment process involves 
participation of subordinates and peers, there is a higher sense of involvement for the 
subordinates and peers. They will hence be more readily “buy in" with the system. 
7 Mannel London and Richard W. Beatty "360-Degree Feedback as a Competitive Advantage." 
Human Resource Management (Summer/Fall 1993), Pp. 353 - 372 
8 Robert Hoffman "Ten Reasons You Should Be Using 360-Degree Feedback." HRMaeazine (April 
1995), P. 82 
9 Ditto 
10 Mannel London and Richard W. Beatty "360-Degree Feedback as a Competitive Advantage." 
Human Resource Management (Summer/Fall 1993), Pp. 353 - 372 
9 
The upward appraisals send a message to the employee that his or her views count^\ It 
can enhance the team spirit and communication between supervisors and 
subordinates. 
Besides, positive 360-degree feedback provides ratees with the confirmation 
that their co-workers including boss, peers, subordinates and customers really do 
appreciate their contribution. The recognition can create an enormous boost in self-
1 0 
confidence and motivation . 
^^  CatherineRomano 'Tear ofFeedback." Management Review (December 1993), P. 38 
12 Emest & Young HR Consulting "The 360-degree appraisal" Human Resources Volume 3:12, P. 6 
10 
Disadvantages of the System 
Tension between Supervisors and Subordinates 
According to Kenneth Hein, the 360-degree feedback may create tension 
• between supervisors and subordinates. Since the bottom-up assessment involves a 
% 
changing role for the supervisor, they may be reluctant to give up their power. This is 
a kind of culture shock in which managers may feel handcuffed by their subordinates. 
Some managers who are demanding of their staff may get harder feedback even 
though they are only carrying out the company mission. Some managers may try to 
13 
please everyone who is evaluating them . 
• . 
Truthfulness of Assessment 
In the practical level, it is difficult to ensure the honesty of those who give the 
ratings. Some people may tend to be too positive because they do not wish to give 
harmful comments that hurt their co-workers. They may be even more overly positive 
when the assessment results are linked with salary review or promotion. On the other 
hand, some people, especially in peers evaluation, may give too negative assessment 
for their teammates who are competitors for rewards or promotions. These problems 
are not easy to resolve. Also, opinions from various sources may result in conflicting 
judgment which is also difficult to compromise^^. 
Survey Fatigue 
13 Kenneth Hein, "Searching 360 Degrees for Employee Evaluation." Incentive (October 1996), P. 40 
14 Mary N. Vinson "The Pros and Cons of 360-Degree Feedback : Making it Work." Training & 
Development (April 1996), P. 11 
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The 360-degree feedback system naturally involve larger volume of data as 
each ratee will usually have more than 4 raters. It will lead to survey fatigue^^ in 
which users of the system become fed up with the complications. In fact, many 
companies consider it too time consuming, and the cost implications are also a major 
concern. 
Resistance from Staff 
Assessment in such a large scope is likely to face resistance from staff, 
especially when the assessment results are related to salary review. As suggested by 
Maxine Dalton of the Centre of Creative Leadership in Greensboro, NC, “by having 
the feedback administered as part of a process that affects their salaries and chances 
for promotion, you increase the likelihood that they're going to resist."^^ 
Increased Pressure on Self-Concept 
While the all-round feedback gives a comprehensive view to the ratees on how 
they are perceived by others, it may also increase the pressure on the ratees, especially 
when the assessment results tend to be negative. Since the assessment is from multi-
sources, the results are more powerful and difficult to deny.^^ Ratees can easily be 
demotivated and lose confidence. 
15 ditto 
16 Richard Lepsinger and Anntoinette D. Lucia, “360 Feedback & Performance Appraisal" Training 
(September 1997), P. 62 
17 Mannel London and Richard W. Beatty "360-Degree Feedback as a Competitive Advantage." 
Human Resource Management (Summer/Fall 1993), Pp. 353 - 372 
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Factors for Success as Suggested by Scholars and Researchers 
As shown in the above sections, while the 360-degree feedback system has 
many advantages, it has various disadvantages as well. Some of its disadvantages are 
also the dismerits of traditional appraisal system. As suggested by Richard Lepsinger 
and Anntoinette D. Lucia, the use of 360-degree feedback cannot "fix" an appraisal 
1 8 
system that isn't working • However, when used appropriately, this multisource 
feedback can enhance the effectiveness of the appraisal system. CLepsinger & Lucia 
1997) 
Li fact, many scholars and researchers basically appreciate the power of the 
multisource feedback system. They have endeavoured to study the system more 
closely and propose various methods which can improve and enhance its 
effectiveness. 
Staff Livolvement 
Staff should be involved in all stages of the system development and 
implementation. Li the program design stage, the management should involve a group 
of knowledgeable staff to identify the key performance dimensions to be assessed. 
This process opens up two-way channels of communicating and generating insights on 
leader behaviors that may have been invisible to top management^^. 
Besides, an open atmosphere should be maintained so that staff can be free to 
clarify their performance expectation and indicate their choice of raters. This will 
18 Richard Lepsinger and Anntoinette D. Lucia, "360 Feedback & Performance Appraisal" Training 
(September 1997) P. 62 
19 Mannel London and Richard W. Beatty "360-Degree Feedback as a Competitive Advantage." 
Human Resource Management (Summer/Fall 1993), Pp. 353 - 372 
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Strengthen their commitment to both the overall process and the specific decision that 
get made2D. 
Assessment on Relevant Aspects 
In view of the huge volume of data that may be involved in the 360-degree 
feedback process, it is very important to ensure that only relevant data are being 
collected. The system should focus on behaviors or competencies that raters are 
capable of observing and evaluating. For example, coaching skills cannot be 
effectively assessed by external customers. This safeguard will not only enhance the 
efficiency in implementation, but also increase users' confidence in the quality and 
21 
usefulness of the data • 
Proper Training to Users 
The organisation should communicate clearly to all users on the purpose of the 
system, how it will be implemented, and the expected benefits of using it. Since most 
of the participants will play the role of raters, special training has to be arranged to 
train them what and how to observe in order to come up with objective assessment. 
To increase the reliability, raters should be encouraged to support their evaluation 
with concrete evidence. 
Professional Feedback and Follow-up Action 
To make the 360-degree assessment meaningful, there must be feedback 
experts to interpret the results to each ratee^l Written descriptions together with 
20 Richard Lepsinger and Anntoinette D. Lucia, “360 Feedback & Performance Appraisal" Training 
(September 1997), P. 62 
21 ditto 
22 Mary N. Vinson "The Pros and Cons of 360-Degree Feedback : Making it Work." Training & 
Development (April 1996) P. 11 
14 
numerical ratings can enable the ratees to understand more thoroughly what the 
assessment results imply. 
Besides, follow-up is an essential part of the 360-degree assessment process. 
Ratees should develop action plans on low-scoring areas and assess their 
improvement after a defined time frame. 
Confidentiality 
Since the raters and ratees are having close work relationship, ensuring the 
confidentiality and anonymity of all raters is crucial to encourage raters to be totally 
91 
candid in their evaluations . 
Gradual Lnplementation 
Many researchers suggest that organisations implement the 360-degree 
feedback system for a small portion of staff at the first stage. After the pilot run, the 
system can be fine-tuned and expand to more staff by phases. To avoid the survey 
fatigue, it is not advisable to use the system for all staff at one time^^. Jf necessary, it 
can be staggered by separate groups. 
Use of Assessment Results 
Many researchers suggest that the 360-degree assessment should better be used 
for developmental purpose rather than as a substitute for performance appraisal, at 
least at the first stage of implementation. They claim that if the feedback is used for 
23 Richard Lepsinger and Anntoinette D. Lucia, “360 Feedback & Performance Appraisal" Training 
(September 1997) P. 62 
^ ditto 
15 
salary review or promotion determination it is unlikely to get support from staff, and 
the results may also be unreliable. Yet Mary Vinson has pointed out that even though 
the assessment results are not directly linked with salary review, so long as the boss 
can get hold of the results, it still has impact on the performance review : “How can a 
boss be aware of an employee's feedback and not use it in his or her performance 
95 
review - and not let it affect that person's salary or advancement?" 
22 Mary N. Vinson "The Pros and Cons of 360-Degree Feedback : Making it Work." Training & 
Development (April 1996) P. 11 
16 
The Application of 360-Degree Feedback System in United States 
A study conducted by Wyatt in 1992 showed that upward appraisal was 
launched in 12% of the 397 U. S. companies surveyed. By 1993 the figure was up to 
26%26. 
The Compensation and Benefits Review (CBR), a famous research journal, 
)1 
conducted a survey in 1996 . Major findings are highlighted below : 
• Of the 756 companies responding to the survey, 13% use a full 360-degree system. 
Another 9% use a “partial 360-degree" system. 
• More than 90% of the companies with 360-degree appraisal use the results for 
personnel decisions, such as merit increases and promotion. 
• Most companies use performance appraisal for virtually all levels of management. 
• Of the 756 respondents, 53% have made some major change in their systems 
within the past two years. 
• The majority of respondents see their systems as having a positive impact on work 
behavior and as providing valid information for personnel decisions. 
The research also asks respondents with and without 360-degree system to 
evaluate the utility and quality of the information provided by their system with a 
view to comparing the 360-degree system with the traditional appraisal system. The 
results are highlighted as follows : 
26 ditto 
27 Don L. Bohl, "Minisurvey : 360-Degree Appraisals Yield Superior Results, Survey Shows." 
Compensation & Benefits Review, (Sep/Oct 1996), P. 16 
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Percentage of respondents agreeing or 
strongly agreeing with the statement 
Our current system... 
Respondents with Respondents with 
360-Degree System Traditional System 
...improves employee understanding and self- 82% 70% 
awareness 
...promotes communication between supervisor 83% 66% 
and staff 
...promotes positive changes in work behavior 67% 62% 
...promotes better performance and results 68% 55% 
...provides valid information for Merit Licrease 69% 65% 
...provides valid information for Promotion 66% 55% 
...provides valid information for Termination 58% 53% 
The above results suggest that 360-degree system is considered superior to 
traditional top-down system in all areas, especially in encouraging communication 
between supervisor and subordinates. 
It is also remarkable to note that the 360-degree system is also considered 
more reliable when the results are used for personnel decisions, in particular 
promotion. This trend counters the advice provided by many researchers who argue 
that the 360-degree feedback should be used for developmental purposes only. 
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Applications in Hong Kong - Survey by Saville & Holdsworth Hong Kong Ltd (SHL) 
Saville & Holdsworth Hong Kong Limited (SHL) has conducted a survey on 
“360 Degree Assessment and Feedback in Hong Kong" in August 1998. A total of 70 
companies were surveyed. Major findings in figures are highlighted below : 
• 90% of the respondents have heard of 360-degree feedback. 
• 70% surveyed companies are using or have used the system. 
• All companies with 360-degree feedback system use it for development purpose. 
• 4% of the companies use it for performance appraisal in addition to development 
purpose. 4% use it for promotion decision as well. 
• 58% of the companies apply the system to middle management and above. 21% 
apply it specifically to director level. 4% apply it only to senior managers. 12% 
apply it to staff at all levels. 
• 56% of the companies involve less than 100 participants in their system. 
• 59% of the companies use in-house tools or questionnaires. The remaining 41% 
hire external consultants to design the questionnaires. 
• 61% hire external consultants as the facilitator and to conduct the feedback 
session. For the remaining 39%, human resources department play the facilitator 
and feedback provider roles. 
Besides, the research also asks the user companies what barriers they have 
encountered when implementing the system. The respondents highlight several 
concerns, including the doubt on data truthfulness, faimess and accuracy of the system 
19 
and the selection of raters. The respondents also indicate that assuring confidentiality, 
maintaining "high trust" and open atmosphere, and providing successful 




RESEARCH ISSUES AND METHODOLOGY 
The academic review above indicates that the application of 360-degree 
assessment is gradually expanding. However, how does the system work in Hong 
Kong so far? 
The first question concerned is whether the results of a 360-degree assessment 
system really meaningful and useful. As a multisource feedback system, what kind of 
insights can it provide to users? Li what ways can it surpass the traditional top-down 
appraisal system? Apart from providing more balanced assessment, researchers also 
hold that the system can enhance relationship among raters and ratees. Is this true in 
the Hong Kong context? 
As suggested by the academic research, the system should best be used for 
developmental purpose rather than personnel decision. Is this position held in Hong 
Kong? Is there any other ways that can make the system more effective? For 
example, how important is confidentiality and narrative comments and supporting 
evidence? 
The effectiveness of an appraisal system depends a lot on the honesty of the 
raters. Considering the multiple source of feedback providers, is honesty a major 
concem or obstacle to the successful implementation of the 360-degree system? 
To answer the above questions, a series of case studies have been conducted. 
To investigate how useful the 360-degree assessment results are, the real assessment 
21 
result data of a company in Hong Kong has been analysed. Observations are provided 
in Chapter W. 
On the other hand, an empirical research has been conducted on three 
companies in Hong Kong which are currently using the 360-degree system. To 
understand clearly how the system is implemented in these companies, a questionnaire 
has been sent to the human resource management department (who are supposed to be 
the owner of the system) of respective companies. Besides, questionnaires tailor-
made to the users, i.e. raters and ratees, of each company, are also sent to these 
companies, with the aim of soliciting their opinions on the system. Findings in these 
three companies are highlighted in Chapter V. A consolidated analysis capturing data 
from all three companies is provided in Chapter VI. 
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CHAPTER W 
WHAT CAN THE 360-DEGREE ASSESSMENT RESULTS TELL US? 
- A Results Analysis Case Study 
Does 360-degree assessment system really work? It is a debatable question of 
which the answers can vary depending on various factors. However, one major 
function of the 360-degree feedback system is that opinions from different sources can 
be solicited. While the ratees make self-assessment on a series of competencies, they 
can appreciate how their boss, their subordinates, their peers and their customers 
perceive themselves. This can indeed provide a valuable insight for self-development. 
This section describes a case study as an example to show how the 
perspectives from different co-worker relationships can differ in the assessment of the 
same ratees. 
Brief Introduction 
Company G is a famous garment manufacturing and retail company in Hong 
Kong. In fact their business has been expanded to many Asian countries. For 
developmental purpose, the company conducts the 360-degree appraisal once a year. 
The major participants come from the managers and the sales forces. Apart from 
Hong Kong, staff in China, Taiwan and Singapore also participate in the appraisal. 
Ratees are assessed by their boss, peers, subordinates, internal customers and self. 
There are different appraisal forms for managers and sales forces, with different 
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combination of competencies to be assessed. All results are kept anonymous and 
ratees do not know which rating is given by which rater. 
Scope of Data for Analysis 
360-degree assessment results of a total of 185 staff have been collected. The 
profile of these 185 can be analysed as follows : 
By Sex Male ^ 
Female 114 
By Work Function Sales 86 
Management 99 





The ratings of each competency given by different raters, i.e. boss, 
subordinate, etc. of all the 185 staff have been averaged separately for the sake of 
comparison. Further breakdown comparisons by sex, work function, country and 
competency are also compiled. While the majority of the appraisal forms use a 5-
point scale (5 highest, 1 lowest), some forms use a 10-point scale. For the sake of 
comparison, ratings of the 10-point scale have been converted to 5-point scale. 
Observations 
Overall Comparison 
Table 1 shows the comparison on overall rating (average of each competency) 
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for all 185 staff. It is apparent that self-assessment is the highest among all, followed 
by ratings given by subordinates, boss and peers. Ratings given by internal customers 
tend to be the lowest. The discrepancies between self and internal customer are quite 
significant, i.e. around 0.43 of a 5-point scale. 
The pattem reflects that the ratees tend to perceive themselves in a more 
positive way. Perceptions from others are obviously different, t i particular, for 
example, they may have to pay more attention to the working relationship with 
internal customers. 
Comparison by Gender 
Table 2 shows the difference between male and female ratees. For male 
ratees, the discrepancy pattem is similar to the overall picture : self > subordinates > 
boss > peers > internal customers. Yet the contrast is even more prominent. Male 
ratees tend to give themselves more than 0.5 point higher than what they are given by 
their customers. 
The picture is slightly different for the female ratees. They are rated the 
highest by their subordinates, followed by self-assessment. Although internal 
customers remain to be the "meanest" raters, the contrast is less prominent. 
One possible explanation is that male ratees tend to be more confident of 
themselves. Female ratees may be more understanding and able to maintain a good 
relationship and give a good impression to their subordinates. 
Comparison by Country 
As illustrated in Table 3, internal customers give the lowest scores in all four 
countries. Self-assessment remains the highest, except for Hong Kong. While the 
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ratings given by different raters do not vary much in China, Singapore experiences a 
sharpest variation. This suggests that people in different countries with different 
culture may have different self-perception and assessment perspectives on others. Of 
course, if the study involves data from more countries in other regions, the findings 
may provide more insights. 
Comparison by Function 
Compared with the managers, the sales forces receive higher ratings from all 
raters. Li particular, subordinate and self yield the highest scores. Table 4 shows the 
situation. One interesting phenomenon is that for managers the ratings from boss are 
even higher than those from subordinates. This provides an indication for the 
managers to reflect on their own performance : apart from showing their competencies 
in front of their boss, should they pay more attention to their behaviour in front of 
their subordinates? 
Comparison by Competency 
A total of 19 competencies are compared and illustrated in Table 5a - 5c. The 
majority yield the highest scores from self-assessment, and the lowest from internal 
customers. 
For "Efficiency" and "Cost-Consciousness", subordinates' ratings are 
particularly high. This may imply that these two behaviours of most ratees have been 
quite impressive to their subordinates. The irony is that the bosses do not seem to 
appreciate these very much. 
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For “Company Mind" (able to give a hand when other shops require help), 
peers' assessment is the lowest. Considering the definition of this competency, this 
findings should ring a bell in the ratees' mind. 
Conclusion 
The above results analysis confirms the value of multisource feedback. By 
different analysis dimensions, the organisations can get some insights into the overall 
assessment patterns on the employees. For example, consistently low ratings given by 
internal customers may imply improvement areas in inter-section relationship. 
Different discrepancy patterns in different countries may imply cultural difference. 
On the other hand, on an individual basis, each ratee can compare his/her self-
assessment with ratings given by others in each of the competencies in order to 
identify his/her genuine improvement needs. Ratees can also compare their own 
assessment results with the organisation's overall pattem to see whether they are in 


























































































































































































































































































































































































































































































































































































































































































































































































































































































































































CASE STUDffiS ON USERS' OFJNlON 
-Case Study 1 
Brief hitroduction of the Company and the Historv of the System 
Company S is a famous oil company, with around 500 employees in Hong 
Kong. It first introduced the 360-degree feedback system three years ago. A working 
group with 3 key members was formed to design and implement the system. When it 
was first introduced, the system applied only to a limited number of staff. The scope 
has increased since then, and in late 1998 the scope has been expanded to around 70 
staff who participated as appraisees. 
About the Current System 
Purposes 
The 360-degree feedback is conducted once a year. The major purpose is to 
assess management style for personal leadership development and enhancing team 
spirit. The assessment results are not linked with performance ranking or merit or 
promotion. 
Participants 
Staff at supervisory level or above can voluntarily participate in the system as 
appraisee. They must complete the self evaluation, and get feedback from their direct 
boss, all direct subordinates and all direct peers. It is optional to solicit feedback from 
28 
internal customers such as key clients and colleagues with close contacts. The 
minimum number of appraisers is 4, while the maximum is 15. All appraisers must 
have at least 3 months' work contact with the appraisee. All participants, including 
appraisees and appraisers, are given training on the purposes of the system and how 
the system works. These include briefing sessions and detailed written guidelines. 
Assessment Criteria 
All appraisees are assessed based on the same set of competencies which cover 
the following key elements : vision, communication, team spirit, innovation & change, 
personal leadership quality, customer focus and managing people. The criteria of 
feedback ranking are of two dimensions : how important the competency is to the 
appraisee's job, and how well the appraisee has accomplished the competency. These 
competencies are determined by top management and external consultant, with prior 
consultation with staff. The competencies are designed with specific alignment with 
the business strategy of the company. 
Ratings 
The importance and accomplishment of each competency are assessed by a 6-
point rating scale. A simple average of all ratings is also calculated. Apart from 
ratings, the appraisal form also provides space for written suggestions and other 
comments. 
Results Analysis 
All information will be kept strictly confidential and anonymous. 
Assessment data will be sent directly back to the designated server with limited access 
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to the designated external consultant. The information technology infrastructure will 
consolidate and analyse the data. 
Reports 
Reports on assessment results will be generated at two levels : Lidividual 
Feedback Report and Divisional General Report. Each level will include reports in 
two format : (1) Map of Practices (Appendix 1 (a) - 1 (f)), which is a scattergram 
comparing the ratings given by self and the ratings given by each kind of appraiser; 
(2) Top 5 Report (Appendix 2 (a) - 2 (f)), which shows the assessment questions with 
the highest 5 scores and the lowest 5 scores. 
The Mdividual Feedback Report will be sent back directly to the individual 
appraisee, and the Divisional General Report will be sent to division director and can 
be accessed by all staff within the same division. 
There are also comparison on "ratings last year" and "ratings this year" for the 
same appraisee, and comparison on ratings of particular appraisees with “company 
norm". 
Feedback 
Each appraisee can choose either to have an external consultant or internal 
facilitator to help discuss on Lidividual Feedback Report and work out an action plan. 
Skills on how to interpret the Feedback Report and how to work out 
development plan will also be transferred during the departmental meeting. A follow-
up discussion on common development needs of the department is encouraged. 
Follow-Up Session 
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The appraisees can discuss their individual development plan with their direct 
boss. Departmental development plan will also be encouraged to share between 
divisional directors and all relevant staff. 
It takes around 3 to 6 months for a training and development arrangement be 
made in response to the training needs identified through the appraisal process. 
Opinions from the Human Resource Representative 
Although Company S has never conducted any survey on staffs opinions on 
the 360-degree feedback system, according to the human resource representative of 
Company S, the system is very well-accepted by most of the users. Most of the users 
understand it very clearly, and all of them are very cooperative. Whether the system is 
cost-effective or not, however, depends on whether there is follow-up action after the 
appraisal. 
Survey on Users' Opinions 
Three questionnaires, for Appraisee, Subordinate Appraiser (appraising the 
boss) and Peer Appraiser respectively, have been designed and sent to 50 users of the 
system in Company S. (A sample of each questionnaire is attached at Appendix 3 (a) 
- 3 (c)) The response rate is 42%. 
Profile of the Respondents 
The majority of the respondents have used the 360-degree feedback system 
once or twice. Most of them are at supervisory or junior management level. The 
average service length with the company is around 7 years. 57% of the respondents 
are male. Around half of them think that they participate in the system on a voluntary 
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basis. All of them know clearly what the assessment results will be used for. The 
demographic profile of the respondents is highlighted as follows : 
By Gender Male 12 
Female 8 
Not Answered 1 
Total 21 
By Age Aged 55 or above 0 
4 0 - 5 5 2 
3 0 - 4 0 18 
25 - 30 0 
Aged below 25 0 
Not Answered 1 
Total 21 
By Service Length in Current Less than 5 years 6 
Company 5 - 10 years 9 
10 -20 years 2 
More than 20 years 0 
Not Answered 4 
Total 21 
Responses from Appraisees 
Summarv of Responses from Appraisees (n = 5) 
Average Poinl of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
Mean \SD 
I understand clearly hovv the System works. 7.0 1.1 
I was given adequate information abcmt die System before I participated as appraisee. 6.2 1.6 
The 360 Degree Appraisal System helps me understand more about myself. 7.4 1.0 
The scoring method of the System is fair and objective. 6.2 1.2 
It will be better if the ratings I receive are supported with narrative description. 7.8 1.6 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
It will be better if the ratings I receive are supported with concrete examples. 7.4 0.8 
It would be better if I could know who gave me which rating. 4.2 2.3 
It is useful to compare my 360 Assessment results this year with my results last year. 7.0 1.8 
It is useful to compare my 360 Assessment results with the norm of the company. 5.8 2.0 
I do not feel comfortable to send my 360 Assessment results to my boss even though it is 5.2 2.3 
not linked with salary review. 
The System can help me improve my own performance. 6.8 2.1 
I believe that I was rated honestly by my subordinates. 5.4 1.9 
I believe that I was rated honestly by my peers. 6.0 2.2 
It is more appropriate to use the System for identifying my development needs than for 6.6 2.6 
determining salary review. 
I believe that my own assessment on myself will be more or less similar to my 6.2 1.7 
subordinates' assessment on me. 
I believe that my own assessment on myself will be more or less similar to my peers' 6.8 1.0 
assessment on me. 
I think my subordinates have adequate observations on my daily performance for them to 5.4 1.2 
give me an appropriate ratings. 
I think my peers have adequate observations on my daily performance for them to give me 6.0 0.9 
an appropriate ratings. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 7.6 1.6 
system for identifying my development needs. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 7.4 1.5 
system for identifying my development needs. 
It is more appropriate to use the System for determining salary review than for identifying 3.8 1.9 
my development needs. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 4.0 2.1 
system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 5.0 1.9 
system if the assessment results are linked with salary review. 
I feel comfortable if my 360 Degree Assessment results are linked with salary review. 4.6 2.7 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 4.8 1.7 
system if the assessment results are linked with promotion decision. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 5.2 1.7 
system if the assessment results are linked with promotion decision. 
I feel comfortable if my 360 Degree Assessment results are linked with promotion 4.6 1.4 
decision. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 5.0 L8 
system if the assessment results are linked with termination decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 4.8 1.7 
system if the assessment results are linked with termination decision. 
I feel comfortable if my 360 Degree Assessment results are linked with termination 4.0 1.7 
decision. 
The 360 Degree Assessment System can enhance communication between my 5.8 2.1 
subordinates and me. 
The 360 Degree Assessment System can enhance communication between my peers and 5.8 2.1 
me. 
The 360 Degree Assessment System can improve the relationships between my 5.2 1.9 
subordinates and me. 
The 360 Degree Assessment System can improve the relationships between my peers and 6.0 1.7 
me. 
I was given adequate feedback by my boss on how to interpret my assessment results. 3.8 1.5 
I was given adequate feedback by staff from human resources department on how to 5.4 2.2 
interpret my assessment results. 
It would be better if I had been given feedback by external consultants in addition to by my 6.8 1.2 
boss. 
Overall speaking, I was given adequate feedback on how to interpret my assessment results 7.0 1.1 
Observation Highlights for Responses from Appraisees 
• The respondents slightly agree that they were given adequate information about 
the system and they understand how it works. 
• While they agree that the system help them understand more about themselves and 
improve their performance, they don't feel quite comfortable if the results are to 
be linked with salary, promotion or termination decision. 
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• They hold a neutral position on whether the scoring method is fair, and whether 
their subordinates and peers have adequate observations on their performance. 
Yet they agree that their ratings should be supported with description and 
examples. 
• They seem not quite sure whether they have been rated honestly by their 
subordinates and peers. Yet they believe to some extent that their self-assessment 
will be in line with the assessment from other appraisers, especially peers. 
• Regarding whether the 360-degree system can enhance their relationships with 
their subordinates and peers, most of them are neutral. 
• They are also neutral to sending their assessment results to their boss even though 
it is not related to salary review. Yet they tend not to agree that they wish to 
identify which appraiser gave them which rating. 
• They agree that comparing their own results this year with those last year will be 
helpful. Yet they are neutral to the comparison with company norm. 
• Most of them don't think that their boss have given them adequate feedback on 
how to interpret their assessment results. Yet they agree that feedback from 
external consultants is helpful. Overall speaking they regard the feedback they 
have received quite adequate. 
• They agree that it is more appropriate to use the system for identifying training 
needs than for salary review. 
• Comparing the 360-degree system with traditional top-down appraisal, they all 
agree that 360-degree is more effective and objective for identifying training 
needs. Yet they slightly disagree that 360-degree is better than traditional one for 
salary review, promotion and termination decision. 
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Responses from Subordinate Appraisers 
Summary of Responses from Subordinate Appraisers (n = 7 8) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
M e a n | ^ D ~ 
I understand clearly how the System works. 6.5 1.6 
I was given adequate information about the System before I participated as appraisee for my 7.8 1.5 
boss. 
I was given adequate training on how to be an effective appraiser before I participated. 5.5 2.3 
The scoring method of the System is fair and objective. 5.9 1.8 
The 360 Degree Assessment System is too time consuming. 6.3 2.3 
I have rated my boss honestly. 8.5 2.0 
It will be better if my assessment on my boss are given with narrative description in addition 6.6 2.2 
to ratings. — 
It will be better if my assessment on my boss are given with concrete examples to support 6.6 2.4 
the ratings. 
I have adequate observations on the daily performance of my boss for me to rate him/her 6.6 1.6 
appropriately. 
It is more appropriate to use the System for identifying development needs than for 7.3 2.2 
determining salary review. 
I believe that my assessment on boss will be more or less similar to my boss's assessment 5.0 2.1 
on himself/herself. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 6.6 1.9 
system for identifying development needs. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 7.0 1.6 
system for identifying development needs. 
It is more appropriate to use the System for determining salary review than for identifying 2.9 13 
development needs. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 3.0 1.0 
system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 2.9 1.2 
system if the assessment results are linked with salary review. 
If my assessment on my boss is linked with his/her salary review, I will tend to give my boss 6.5 2.8 
a higher rating than he/she really is. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
If my assessment on my boss is linked with his/her salary review, I will tend to give my boss 2.6 1.3 
a lower rating than he/she really is. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 3.6 1.5 
system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 3.6 1.5 
system if the assessment results are linked with promotion decision. 
If my assessment on my boss is linked with promotion decision on him/her, I will tend to 5.8 2.3 
give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with promotion decision on him/her, I will tend to 2.8 1.1 
give my boss a lower rating than he/she really is. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 3.6 2.7 
system if the assessment results are linked with termination decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 3.6 2.7 
system if the assessment results are linked with termination decision. 
If my assessment on my boss is linked with termination decision on him/her, I will tend to 5.9 3.0 
give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with termination decision on him/her, I will tend to 2.0 1.1 
give my boss a lower rating than he/she really is. 
The 360 Degree Assessment System can enhance communication between my boss and me. 6 3 2.6 
The 360 Degree Assessment System can improve the relationships between my boss and 5,0 2.1 
me. 
I feel comfortable if my boss can identify which rating is given by me. 4.6 2.5 
Observation Highlights for Responses from Subordinate Appraisers 
• The respondents quite agree that they were given adequate information about the 
system, but they are neutral on whether the training for appraisers is adequate. On 
the whole they slightly agree that they understand how the system works. 
• They don't have strong opinion on whether the 360-degree system is too time 
consuming. 
• They hold a neutral position on whether the scoring method is fair. 
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• They slightly agree that they have adequate observations on their boss's 
performance for them to rate them appropriately. And they strongly agree that 
they have rated their boss honestly. Yet they are not sure whether the ratings will 
be in line with their boss's self-assessment. 
• They just slightly agree that their ratings to their boss should be supported with 
description and examples. 
• Regarding whether the 360-degree system can enhance their relationships with 
their boss, most of them are neutral. Yet they don't feel quite comfortable if their 
boss can identify which rating is given by them. 
• They quite agree that it is more appropriate to use the system for identifying 
training needs than for salary review. 
• Comparing the 360-degree system with traditional top-down appraisal, they all 
agree that 360-degree is more effective and objective for identifying training 
needs. Yet they all disagree that 360-degree is better than traditional one for 
promotion and termination decision. The disagreement regarding salary review is 
even stronger. 
• They slightly agree that they will give their boss a higher rating if the results are 
linked with salary review. But they are neutral if the results are linked with 
promotion and termination. 
• However, they all strongly disagree that they will give their boss a lower rating if 
the results are linked with salary, promotion or termination. 
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Responses from Peer Appraisers 
Summary of Responses from Peer Appraisers (n = 8) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
M e a n | ^ ^ 
I understand clearly how the System works. 6.6 1.1 
I was given adequate information about the System before I participated as appraisee for 6.9 1.3 
my peers. 
I was given adequate training on how to be an effective appraiser before I participated. 5.1 1.5 
The scoring method of the System is fair and objective. 6.1 1-6 
The 360 Degree Assessment System is too time consuming. 6.8 1.4 
I have rated my peers honestly. 7.6 2.3 
It will be better if my assessment on my peers are given with narrative description in 6.9 1.2 
addition to ratings. 
It will be better if my assessment on my peers are given with concrete examples to 6.1 2.2 
support the ratings. 
I have adequate observations on the daily performance of my peers for me to rate them 5.6 2.1 
appropriately. 
It is more appropriate to use the System for identifying development needs than for 8.1 2.4 
determining salary review. 
I believe that my assessment on peers will be more or less similar to my peers' assessment 6.0 2.2 
on themselves. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 8.0 1.6 
system for identifying development needs. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 8.1 1.2 
system for identifying development needs. 
It is more appropriate to use the System for determining salary review than for identifying 2.9 2.1 
development needs. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 3.1 13 
system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 3.3 13 
system if the assessment results are linked with salary review. 
If my assessment on my peers is linked with their salary review, I will tend to give my 6.6 2.4 
peers higher ratings than they really are. 
If my assessment on my peers is linked with their salary review, I will tend to give my 3.3 1.5 
peers lower ratings than they really are. 
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Average Point of Agreement 
(1 - Most Disagree; 10 -Most Agree) 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 5.0 2.6 
system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 5.1 2.8 
system if the assessment results are linked with promotion decision. 
If my assessment on my peers is linked with promotion decision on them, I will tend to 6.6 23 
give my peers higher ratings than they really are. 
If my assessment on my peers is linked with promotion decision on them, I will tend to 3.4 1.8 
give my peers lower ratings than they really are. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 5.8 3.3 
system if the assessment results are linked with termination decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 5.4 3.1 
system if the assessment results are linked with termination decision. 
If my g-e-ment n^ T^ y ^ i« m^keA with termination decision on them I will tend to 6.3 2.7 
give my peers higher ratings than they really are. 
If my assessment on my peers is linked with termination decision on them, I will tend to 2.9 1.7 
give my peers lower ratings than they really are. 
The 360 Degree Assessment System can enhance communication between my peers and 5.5 2.4 
me. 
The 360 Degree Assessment System can improve the relationships between my peers and 5.3 2.3 
me. 
I will avoid giving high ratings to my peers because I don't want my own ratings to 2.6 1.6 
compare unfavourably with my peers' ratings. 
I feel comfortable if my peers can identify which rating is given by me. ^ ^  2.7 
Observation Highlights for Responses f rom Peer Appraisers 
• The respondents slightly agree that they were given adequate information about 
the system, but they are neutral on whether the training for appraisers is adequate. 
On the whole they slightly agree that they understand how the system works. 
• They slightly agree that the 360-degree system is too time consuming. 
• They hold a neutral position on whether the scoring method is fair. 
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• They are also neutral on whether their observations on their peers' performance 
are adequate and they are not sure whether the ratings will be in line with their 
peers' self-assessment. Yet they quite agree that they have rated their peers 
honestly. 
• They just slightly agree that there should be written description in addition to 
ratings, but they don't have much opinion on the need of supporting examples. 
• Regarding whether the 360-degree system can enhance their relationships with 
their peers, most of them are neutral. Yet they don't feel quite comfortable if their 
peers can identify which rating is given by them. 
• They strongly agree that it is more appropriate to use the system for identifying 
training needs than for salary review. 
• Comparing the 360-degree system with traditional top-down appraisal, they 
strongly agree that 360-degree is more effective and objective for identifying 
training needs. Yet they all disagree that 360-degree is better than traditional one 
for salary review. For promotion and termination decision, they are neutral on 
which system is better. 
• They admit that if the results are linked with salary review, promotion or 
termination, they will tend to give their peers a higher rating. And they strongly 
disagree that they will give them a lower rating in such cases. 
• They also strongly disagree that they will avoid giving high ratings to their peers 
owing to the competition consideration. 
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Consolidated Analysis on all Respondents 
from Company S 
While there are three different questionnaires to users with the three different 
roles, there are some common questions. The consolidated analysis on these 
responses can show how the users of the system in this company feel about the system 
as a whole. 
Summary of Consolidated Responses (n = 21) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
Mean SD~ 
I understand clearly how the System works. 6.7 1.3 
I was given adequate information about the System before I participated as appraisee. 7.0 1.6 
The scoring method of the System is fair and objective. 6.0 1.6 
It is more appropriate to use the System for identifying my development needs than for 7.4 2.4 
determining salary review. 
The 360 Degree Assessment System is more effective than traditional top-down 7.4 1.8 
appraisal system for identifying development needs. 
The 360 Degree Assessment System is more objective than traditional top-down 7.5 1.5 
appraisal system for identifying development needs. 
It is more appropriate to use the System for determining salary review than for 3.1 1.8 
identifying development needs. 
The 360 Degree Assessment System is more effective than traditional top-down 3.3 1.5 
appraisal system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more objective than traditional top-down 3.5 1.7 
appraisal system ifthe assessment results are linked with salary review. 
The 360 Degree Assessment System is more effective than traditional top-down 4.4 2.2 
appraisal system if the assessment results are linked with Eromotion decision. 
The 360 Degree Assessment System is more objective than traditional top-down 4.6 2,2 
appraisal system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more effective than traditional top-down 4.8 2.9 
appraisal system if the assessment results are linked with termination decision. 
The 360 Degree Assessment System is more objective than traditional top-down 4.6 2.8 
appraisal system if the assessment results are linked with termination decision. 
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Observation Highlights of Consolidated Responses 
• On the whole, the users are clear about the system and they possess quite 
sufficient information about it, although the training for appraisers can be further 
enhanced. 
• Users have strong tendency to accept the 360-degree system if it is used for 
identifying training needs only. They do not have confidence in the system if the 
results are linked with salary review, promotion or termination decision. 
• Appraisers have tendency to give their boss or peers a higher rating if the results 
are linked with salary, promotion or termination. 
• There is no strong indication that the 360-degree system can help improve the 
relationships among co-workers. 
43 
CASE STUDffiS ON USERS' OPINK)N 
-Case Study 2 
Brief Introduction of the Company and the Historv of the Svstem 
Company T is a public utility company in Hong Kong, with more than 13,000 
employees. Its 360-degree feedback system has been implemented for three years. A 
working group with 4 key members was formed to design and implement the system. 
When it was first introduced, the system applied only to a limited number of staff. 
The scope has increased since then, and in late 1998, the scope has been expanded to 
around 400 staff. 
About the Current Svstem 
Purposes 
The 360-degree feedback is conducted once every two years as part of the 
Career Development Centre programme for senior management. When the system 
was first introduced, the major purpose is identifying training and development needs. 
However, the system is currently used also for performance management. The 
assessment results provide reference for salary review and promotion decision on the 
appraisees. But it is not related to any termination decision. 
Participants 
The 360-degree appraisal system only applies to staff at senior management 
level, who participate in the system as appraisee on a compulsory basis. The appraisal 
is wholly 360-degree, i.e. participants complete the self evaluation, and get feedback 
from their boss (usually 1 or 2), subordinates, peers and internal customers (at least 2, 
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at most 12). All participants, including appraisees and appraisers, are informed 
clearly how the assessment results will be used. However, there is no special training 
on the system provided to the users. 
Assessment Criteria 
All appraisees are assessed based on the same set of competencies which are 
determined by top management and are aligned specifically with the business strategy 
of the company. There is no prior consultation with staff during determination of the 
competencies. 
Ratings 
The appraisal questionnaire consists of 45 questions with a 5-point rating 
scale. There is no overall rating summarizing the 45 questions. Apart from ratings, 
the appraisal form also provides space for description of behaviour, written 
suggestions and other comments. 
Results Analysis 
All information will be kept strictly confidential and anonymous. 
Assessment data will be sent to the designated external consultant for analysis. There 
will be an average of the ratings given by appraisers in the group, and ratings given by 
each appraiser. Yet the appraisees are normally unable to identify which rating is 
given by which appraiser. 
There are also comparison on "ratings last year" and “ratings this year" for the 
same appraisee, and comparison on ratings of particular appraisees with "company 
norm". 
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Feedback & Follow-Up 
The assessment results will be sent to the appraisees, appraisees' boss, training 
and development department and human resource department. Training and 
development department will be responsible for analysing the training and 
development needs and provide feedback to the appraisees. The required training and 
development will normally be arranged within 3 months after the identification of the 
needs. The appraisees' boss will conduct follow-up review with the appraisees after 
certain time as mutually agreed. 
Opinions from the Human Resource Representative 
Company T has never conducted any survey on staffs opinions on the 360-
degree feedback system. According to their human resource representatives, the 
system is generally well-accepted by the majority of the users. While some of the 
users understand the system clearly and are quite cooperative, some users do not. 
They are conservative on whether the system is really cost-effective or not. 
Survev on Users Opinions 
In response to the system implemented in Company T, another three different 
questionnaires have been designed for the Appraisees, Subordinate Appraisers and 
Peer Appraisers and sent to 50 users of the system. (A sample of each questionnaire is 
attached at Appendix 4 (a) - 4 (c)). The response rate is 48%. 
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Profile of the Respondents 
Whilst a couple of the respondents have used the 360-degree feedback system 
for 8 to 10 times, the majority have used it just once or twice. All appraisees are at 
management level, and the appraisers may involve supervisory staff. The service 
length with the company ranges from 1.5 to 20 years, with an average of around 8.2 
years. Half of the respondents are male and around half of them think that they 
participate in the system on a voluntary basis. Most users think that the assessment is 
for developmental purposes. Only half of them know that the assessment results will 
be used for performance management. The demographic profile of the respondents is 
highlighted as follows : 
By Gender~~~‘ Male 12 
Female 10 
Not Answered 2 
Total ^ 




Aged below 25 0 
Not Answered 2 
Total “ 24 
By Service Length in Current Less than 5 years 8 
Company 5 -10 years 6 
10 - 20 years 8 
More than 20 years 0 
Not Answered 2 
Total 24 
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Responses from Appraisees 
Summary of Responses from Appraisees (n = 7 - 8) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
“ Mean | ^ D 
I understand clearly how the System works. 8.0 1.1 
I was given adequate information about the System before I participated as appraisee. 8.1 1.4 
The 360 Degree Appraisal System helps me understand more about myself. 7.0 2.0 
The scoring method of the System is fair and objective. 5.9 1.9 
If I could choose, I would not participate in the 360 Degree Assessment System. 4.0 2.7 
The 360 Degree Assessment System should be extended to all staff in my company. 3.7 1.8 
It will be better if the ratings I receive are supported with narrative description. 7.4 1.6 
It will be better if the ratings I receive are supported with concrete examples. 6.9 2.0 
It would be better if I could know who gave me which rating. 2.4 1.6 
It is useful to compare my 360 Assessment results this year with my results last year. 7.3 2.2 
It is useful to compare my 360 Assessment results with the norm of the company. 6.7 3.0 
The System can help me improve my own performance. 7.0 2.4 
I believe that I was rated honestly by my subordinates. 7.2 0.9 
I believe that I was rated honestly by my peers. 6.7 1.0 
It is more appropriate to use the System for identifying my development needs than for 6.9 2.3 
determining salary review. 
I believe that my own assessment on myself will be more or less similar to my 5.1 1.9 
subordinates' assessment on me. 
I believe that my own assessment on myself will be more or less similar to my peers' 5.0 1.2 
assessment on me. — 
I think my subordinates have adequate observations on my daily performance for them to 6.9 2.1 
give me an appropriate ratings. 
I think my peers have adequate observations on my daily performance for them to give me 6.1 1.4 
an appropriate ratings. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 6.9 2.1 
system for identifying my development needs. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 7.0 1.6 
system for identifying my development needs. 
It is more appropriate to use the System for determining salary review than for identifying 2.4 1.2 
my development needs. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 4.1 2.3 
system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 4.0 2.2 
system if the assessment results are linked with salary review. 
I feel comfortable if my 360 Degree Assessment results are linked with salary review. 4.4 2.3 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 4.7 23 
system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 4.9 2.1 
system ifthe assessment results are linked with promotion decision. 
I feel comfortable if my 360 Degree Assessment results are linked with promotion 4.7 1.9 
decision. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 3.6 13 
system if the assessment results are linked with termination decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 3.9 1.5 
system if the assessment results are linked with termination decision. 
I feel comfortable if my 360 Degree Assessment results are linked with termination 3.6 1.7 
decision. 
The 360 Degree Assessment System can enhance communication between my 6.1 2.4 
subordinates and me. 
The 360 Degree Assessment System can enhance communication between my peers and 6.3 2.1 
me. 
The 360 Degree Assessment System can improve the relationships between my 6.3 2.4 
subordinates and me. 
The 360 Degree Assessment System can improve the relationships between my peers and 6.3 2.0 
me. 
I was given adequate feedback by my boss on how to interpret my assessment results. 5.9 3.0 
I was given adequate feedback by staff from human resources department on how to 5.7 2.0 
interpret my assessment results. 
It would be better if I had been given feedback by extemal consultants in addition to by my 6.7 2.2 
boss. 
Overall speaking, I was given adequate feedback on how to interpret my assessment results 6.4 1.8 
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Observation Highlights for Responses from Appraisees 
• The respondents strongly agree that they were given adequate information about 
the system and they understand how it works. 
• While they agree that the system help them understand more about themselves and 
improve their performance, they don't feel comfortable to link the results with 
salary, promotion or termination decision. 
• They hold a neutral position on whether the scoring method is fair, and whether 
their peers have adequate observations on their performance. Yet they agree that 
their subordinates do have sufficient observations on their daily work for them to 
give appropriate ratings. They also agree that the ratings should be supported with 
description and examples. 
• They believe that they have been rated honestly by their subordinates and peers. 
Yet they are not sure if their self-assessment will be in line with the assessment 
from other appraisers. 
• There is very slight tendency on agreeing that the 360-degree system can enhance 
their relationships with their subordinates and peers. 
• Strangely enough, they disagree very strongly that they wish to identify which 
appraiser gave them which rating. 
• They agree that comparing their own results this year with those last year and 
comparison with company norm are helpful. 
• Regarding the overall feedback provided by their boss and training department, 
they are rather neutral. Yet they tend to agree that feedback from external 
consultants is helpful. 
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• They don't agree that they would not participate in the system if they could 
choose. Neither do they agree that the system should be extended to all staff in 
their company. 
• They agree that it is more appropriate to use the system for identifying training 
needs than for salary review. 
• Comparing the 360-degree system with traditional top-down appraisal, they all 
agree that 360-degree is more effective and objective for identifying training 
needs. Yet they slightly disagree that 360-degree is better than traditional one for 
promotion decision. Concerning salary review and termination, their confidence 
in 360-degree system is even lower. 
Responses from Subordinate Appraisers 
Summary of Responses from Subordinate Appraisers (n = 8) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
~~ Mean SD— 
I understand clearly how the System works. 5.5 1.9 
I was given adequate information about the System before I participated as appraisee for 5.6 2.1 
my boss. 
I was given adequate training on how to be an effective appraiser before I participated. 4.5 1.6 
The scoring method of the System is fair and objective. 6.4 0.7 
The 360 Degree Assessment System is too time consuming. 3.8 2.0 
I have rated my boss honestly. 8.1 0.9 
It will be better if my assessment on my boss are given with narrative description in 6.0 1.6 
addition to ratings. 
It will be better if my assessment on my boss are given with concrete examples to support 6.1 1.5 
the ratings. 
I have adequate observations on the daily performance of my boss for me to rate him/her 6.8 1.3 
appropriately. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
It is more appropriate to use the System for identifying development needs than for 7.9 1.8 
determining salary review. 
I believe that my assessment on boss will be more or less similar to my boss's assessment 5.1 1.5 
on himselMierself. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 6.9 13 
system for identifying development needs. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 6.9 1.2 
system for identifying development needs. 
It is more appropriate to use the System for determining salary review than for identifying 3.6 0.9 
development needs. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 4.3 1.0 
system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 4.0 1.7 
system if the assessment results are linked with salary review. 
If my assessment on my boss is linked with his/her salary review, I will tend to give my 4.0 2.3 
boss a higher rating than he/she really is. 
If my assessment on my boss is linked with his/her salary review, I will tend to give my 2.6 1.7 
boss a lower rating than he/she really is. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 6.5 1.6 
system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 5.8 2.3 
system if the assessment results are linked with promotion decision. 
If my assessment on my boss is linked with promotion decision on him/her, I will tend to 3.6 1.9 
give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with promotion decision on him/her, I will tend to 2.5 1.6 
give my boss a lower rating than he/she really is. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 5.0 2.6 
system ifthe assessment results are linked with termination decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 4.8 2.5 
system ifthe assessment results are linked with termination decision. 
If my assessment on my boss is linked with termination decision on hinVher, I will tend to 3.0 1.8 
give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with termination decision on him/her, I will tend to 2.3 1.4 
give my boss a lower rating than he/she really is. 
The 360 Degree Assessment System can enhance communication between my boss and 4.9 2.6 
me. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
The 360 Degree Assessment System can improve the relationships between my boss and 4.3 1.9 
me. 
If I could choose, I would not participate in the 360 Degree Assessment System as 3.5 2.2 
appraiser for my boss. 
The 360 Degree Assessment System should be extended to all staff in my company. 5.5 3.0 
I feel comfortable if my boss can identify which rating is given by me. 4.0 2.2 
Observation Highlights for Responses from Subordinate Appraisers 
• The respondents are neutral on the adequacy of information they received about 
the system. They even regard the training provided rather not sufficient. 
• They disagree with the notion that the 360-degree system is too time consuming. 
• They agree that they have adequate observations on their boss's performance for 
them to rate them appropriately. And they agree very strongly that they have rated 
their boss honestly. Yet they are not sure whether the ratings will be in line with 
their boss's self-assessment. 
• They hold a neutral position on whether the scoring method is fair and they don't 
have particular opinion on whether their ratings to their boss should be supported 
with description and examples. 
• They tend to disagree that the 360-degree system can enhance their relationships 
with their boss. They also don't feel quite comfortable if their boss can identify 
which rating is given by them. 
• They disagree that they would choose not to participate in the system if they could 
choose. Yet they don't have particular standing on whether to extend to system to 
all staff in their company. 
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• They strongly agree that it is more appropriate to use the system for identifying 
training needs than for salary review. 
• Comparing the 360-degree system with traditional top-down appraisal, they all 
agree that 360-degree is more effective and objective for identifying training 
needs. While they are neutral on the effect of 360-degree for promotion and 
termination decision, they cast a larger doubt on the benefit of 360-degree for 
determining salary review. 
• If the results are linked with salary review, promotion or termination, they don't 
agree that they will give their boss a higher rating. There is even stronger 
disagreement on giving a lower rating. 
Responses from Peer Appraisers 
Summary of Responses from Peer Appraisers (n = 7 - 8) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
Mean |^D 
I understand clearly how the System works. 6-7 2.J 
I was given adequate information about the System before I participated as appraisee for my 6.7 2.1 
peers. 
I was given adequate training on how to be an effective appraiser before I participated. 4.1 2.2 
The scoring method of the System is fair and objective. 6.0 1.5 
The 360 Defflce Assessment System is too time consuming. 5.1 2.7 
I have rated my peers honestly. ?:2 0.8 
It will be better if my assessment on my peers are given with narrative description in 8.0 1.1 
addition to ratings. 
It will be better if my assessment on my peers are given with concrete examples to support 6.9 2.8 
the ratings. 
I have adequate observations on the daily performance of my peers for me to rate them 5.7 1.6 
appropriately. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
It is more appropriate to use the System for identifying development needs than for 6.9 3.0 
determining salary review. 
I believe that my assessment on peers will be more or less similar to my peers' assessment 5.3 1.3 
on themselves. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 7.0 1.3 
system for identifidng development needs. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 7.4 1,0 
system for identifying development needs. 
It is more appropriate to use the System for determining salary review than for identifying 4.1 1.9 
development needs. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 6.0 2.0 
system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 5.9 2.4 
system if the assessment results are linked with salary review. 
If my assessment on my peers is linked with their salary review, I will tend to give my peers 4.0 2.5 
higher ratings than they really are. 
If my assessment on my peers is linked with their salary review, I will tend to give my peers 3.1 1.5 
lower ratings than they really are. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 6.0 1.8 
system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 5.3 2.3 
system if the assessment results are linked with promotion decision. 
If my assessment on my peers is linked with promotion decision on them, I will tend to give 3.7 1.5 
my peers higher ratings than they really are. 
If my assessment on my peers is linked with promotion decision on them, I will tend to give 4.0 1.7 
my peers lower ratings than they really are. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 4.1 2.3 
system if the assessment results are linked with termination decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 4.0 23 
system if the assessment results are linked with termination decision. 
If my assessment on my peers is linked with termination decision on them, I will tend to 3.7 1.9 
give my peers higher ratings than they really are. 
If my assessment on my peers is linked with termination decision on them, I will tend to 2.7 1.6 
give my peers lower ratings than they really are. 
The 360 Degree Assessment System can enhance communication between my peers and 6.0 2.1 
me. 
55 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
The 360 Degree Assessment System can improve the relationships between my peers and 5.7 1.7 
me. 
I will avoid giving high ratings to my peers because I don't want my own ratings to compare 3.3 2.1 
unfavourably with my peers' ratings. 
If I could choose, I would not participate in the 360 Degree Assessment System as appraiser 3.9 2.4 
for my peers. 
The 360 Degree Assessment System should be extended to all staff in my company. 5.7 2.6 
I feel comfortable if my peers can identify which rating is given by me. 5.9 2.2 
Observation Highlights for Responses from Peer Appraisers 
• The respondents slightly agree that they were given adequate information about 
the system and they understand how the system works, but they regard the training 
for appraisers quite inadequate. 
• They don't have special opinion on whether the 360-degree system is too time 
consuming. 
• They are also neutral on whether their observations on their peers' performance 
are adequate and they are not sure whether the ratings will be in line with their 
peers' self-assessment. Yet they strongly agree that they have rated their peers 
honestly. 
• They hold a neutral position on whether the scoring method is fair. Yet they agree 
that there should be concrete examples to support the ratings. Written description 
in addition to ratings is considered very helpful. 
• Regarding whether the 360-degree system can enhance their relationships with 
their peers, most of them are neutral. They also have no special opinion if their 
peers can identify which rating is given by them. 
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• They don't think that they would reject to participate in the system if they could 
choose. Yet they don't have opinion on whether to extend to system to all staff in 
their company. 
• They somehow agree that it is more appropriate to use the system for identifying 
training needs than for salary review. 
• Comparing the 360-degree system with traditional top-down appraisal, they agree 
that 360-degree is more effective and objective for identifying training needs. Yet 
they are neutral about the effectiveness and objectivity of 360-degree system for 
salary review and promotion. As far as termination is concerned, however, they 
have less confidence in the 360-degree system. 
• They disagree at all that they will give their peers a higher or lower ratings, even 
though the results will be linked with salary review, promotion or termination. 
They also strongly disagree that they will avoid giving high ratings to their peers 
owing to the competition consideration. 
Consolidated Analysis on all Respondents 
from Company T 
Summary of Consolidated Responses from all Respondents from Company T 
(n = 22) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
Mean I ^D 
I understand clearly how the System works. 6.7 2.1 
I was given adequate information about the System before I participated as appraisee. 6.8 2.2 
The scoring method of the System is fair and objective. 6.1 1.3 
It is more appropriate to use the System for identifying my development needs than for 7.2 2.6 
determining salary review. 
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Average Point of Agreement 
(1 - Most Disagree; 10 -Most Agree) 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 6.9 1.7 
system for identifying development needs. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 7.1 13 
system for identifying development needs. 
It is more appropriate to use the System for determining salary review than for identifying 3.4 1.6 
development needs. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 4.8 2.1 
system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 4.6 2.3 
system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 5.8 2.1 
system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 5.3 2.3 
system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more effective than traditional top-down appraisal 4.3 23 
system if the assessment results are linked with to;nunation decision. 
The 360 Degree Assessment System is more objective than traditional top-down appraisal 4.2 2.2 
system if the assessment results are linked with termination decision. 
Observation Highlights of Consolidated Responses 
• Summarizing all the feedback, the users in Company T are clear about the system 
and they possess quite sufficient information about it, but the training for 
appraisers seems to need more improvement. 
• There is consistent impression that 360-degree system is more appropriate for 
identifying training needs than salary review. They do not have confidence in the 
system if the results are linked with salary review or termination decision. 
• No matter how the results will be used, appraisers will not give appraisees higher 
or lower ratings. 
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• There is no strong indication that the 360-degree system can help improve the 
relationships among co-workers. 
• Both appraisees and appraisers do not mind joining the system, but they don't 
think the application scope should be enlarged. 
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CASE STUDffiS ON USERS' OPMON 
-Case Study 3 
Brief Litroduction of the Company and the History of the System 
Company H is a well-known bank in Hong Kong, with more than 7000 
employees. It does not implement a full 360-degree feedback system. Listead, there 
are upward appraisal system together with the traditional top-down appraisal. The 
upward appraisal system has been applied to all staff in the bank ever since it was first 
introduced three years ago, and the application scope has not changed so far. 
About the Current System 
Purposes 
The upward appraisal is conducted once a year. The major purpose is for 
performance management. The assessment results provide reference for salary review 
and promotion decision on the appraisees. But it is not related to any termination 
decision. 
Participants 
All staff in the bank are to participate in the upward appraisal on a compulsory 
basis. All participants, including appraisees and appraisers, are informed clearly how 
the assessment results will be used. Special training on the system, such as written 
guidelines and briefing sessions, are also provided to the users. 
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Assessment Criteria 
All appraisees are assessed based on the same set of competencies which are 
determined by top management and are aligned specifically with the business strategy 
of the company. There is no prior consultation with staff during determination of the 
competencies. 
Ratings 
The competencies are assessed by rating system with scale of assessment. 
Elaboration with evidence are not required. There is an overall rating summarizing 
the ratings of all competencies, which is calculated by simple average. There is also 
an average of the ratings given by all appraisers. Besides, there are also comparison 
on "ratings last year" and "ratings this year" for the same appraisee, and comparison 
on ratings of particular appraisees with “company norm”. 
Opinions from the Human Resource Representative 
Company H has never conducted any survey on staffs opinions on the upward 
appraisal system. According to their human resource representatives, the system is 
generally well-accepted by the majority of the users, who understand the system 
clearly and are quite cooperative. Overall speaking, the HR representatives consider it 
an effective system. 
Survey on Users Opinions 
Two different questionnaires, one for Appraisee (boss being appraised), one 
for Subordinate Appraiser (appraising the boss), have been designed and sent to 40 
users of the system in Company H. (A sample of each questionnaire is attached at 
Appendix 5 (a) & 5 (b)) The response rate is 72.5%. 
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Profile of the Respondents 
The majority of the respondents have participated in the upward appraisal 
system for three times or less. Most of them are at supervisory or junior management 
level. The service length with the company ranges from less than 1 year to 28 years, 
with an average of around 11 years. 70% of the respondents are male. 70% of them 
participate in the system on a compulsory basis. Only 63% of them know that the 
assessment results will be used for performance management. The demographic 
profile of the respondents is highlighted as follows : 
By Gender Male 19 
Female 8 
Not Answered 0 
Total 27 
By Age Aged 55 or above 0 
4 0 - 5 5 9 
30-40 9 
25-30 7 
Aged below 25 2 
Not Answered 0 
Total 27 
By Service Length in Current Less than 5 years 12 
Company 5 - 10 years 3 
10 - 20 years 8 
More than 20 years 4 
Not Answered 0 
Total 27 
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Responses from Appraisees 
Summary of Responses from Appraisees (n = 10 - 11) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
- Mean SD 
I understand clearly how the System works. 7.0 2.3 
I was given adequate information about the System before I participated as appraisee. 6.5 2.0 
The Upward Appraisal System helps me understand more about myself. 6.4 2.0 
The scoring method of the System is fair and objective. 5.0 1.7 
If I could choose, I would not participate in the Upward Assessment System. 6.1 2.2 
The Upward Assessment System should be extended to all staff in my company. 5.5 2.8 
It will be better if the ratings I receive are supported with narrative description. 8.1 0.9 
It will be better if the ratings I receive are supported with concrete examples. 8.3 0.9 
It would be better if I could know who gave me which rating. 6.8 2.4 
It is useful to compare my 360 Assessment results this year with my results last year. 7.2 1.5 
It is useful to compare my 360 Assessment results with the norm of the company. 7.1 1.9 
The System can help me improve my own performance. 6.9 2.2 
I believe that I was rated honestly by my subordinates. 4.9 2.2 
It is more appropriate to use the System for identifying my development needs than for 7.0 2.4 
determining salary review. 
I believe that my own assessment on myself will be more or less similar to my 4.8 1.8 
subordinates' assessment on me. 
I think my subordinates have adequate observations on my daily performance for them to 5.4 1.7 
give me an appropriate ratings. 
The Upward Assessment System is more effective than traditional top-down appraisal 6.1 1.4 
system for identifying my development needs. 
The Upward Assessment System is more objective than traditional top-down appraisal 5.9 1.7 
system for identifying my development needs. 
It is more appropriate to use the System for determining salary review than for identifying 4.1 1.8 
my development needs. 
The Upward Assessment System is more effective than traditional top-down appraisal 4.6 1.4 
system if the assessment results are linked with salary review. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
The Upward Assessment System is more objective than traditional top-down appraisal 4.9 2.0 
system if the assessment results are linked with salary review. 
I feel comfortable if my Upward Assessment results are linked with salary review. 5.1 1.8 
The Upward Assessment System is more effective than traditional top-down appraisal 4.8 2.2 
system if the assessment results are linked with promotion decision. 
The Upward Assessment System is more objective than traditional top-down appraisal 4.6 1.9 
system if the assessment results are linked with promotion decision. 
I feel comfortable if my Upward Assessment results are linked with promotion decision. 4.5 1.7 
The Upward Assessment System is more effective than traditional top-down appraisal 4.0 1.5 
system if the assessment results are linked with termination decision. 
The Upward Assessment System is more objective than traditional top-down appraisal 3.9 1.4 
system if the assessment results are linked with termination decision. 
I feel comfortable if my Upward Assessment results are linked with termination decision. 3.5 1.8 
The Upward Assessment System can enhance communication between my subordinates 5.7 2.1 
and me. 
The Upward Assessment System can improve the relationships between my subordinates 4.9 1.7 
and me. 
I was given adequate feedback by my boss on how to interpret my assessment results. 5.0 1.9 
I was given adequate feedback by staff from human resources department on how to 3.4 1.8 
interpret my assessment results. 
It would be better if I had been given feedback by external consultants in addition to by my 6.5 2.0 
boss. 
Overall speaking, I was given adequate feedback on how to interpret my assessment results 4.4 1.9 
Observation Highlights for Responses from Appraisees 
• The respondents slightly agree that they were given adequate information about 
the system but they quite believe that they understand how it works. 
• They just slightly agree that the system help them understand more about 
themselves and improve their performance. While they don't have much opinion 
on linking their results with salary review (which is currently the case), they don't 
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feel quite comfortable to link the results with promotion. The disagreement is 
even stronger if termination is concerned. 
• They hold a neutral position on whether the scoring method is fair, and whether 
their subordinates have adequate observations on their performance. Yet they 
strongly agree that their ratings should be supported with description and 
examples. 
• They tend not to believe that they have been rated honestly by their subordinates, 
and they believe that their self-assessment may not be in line with the assessment 
from their subordinates. 
• While they are neutral that the upward appraisal system can enhance 
communication between their subordinates and themselves, they slightly disagree 
that the system can improve their relationships. Yet they slightly agree that they 
wish to identify which appraiser gave them which rating. 
• They agree that comparing their own results this year with those last year, and 
comparing with company norm are all helpful. 
• Most of them don't think that human resource department have given them 
adequate feedback on how to interpret their assessment results. While they are 
neutral to the feedback given by their boss, they slightly agree that feedback from 
external consultants is helpful. Overall speaking they do not quite agree that they 
have received adequate feedback. 
• When asked whether they would participate in the system if they could choose, 
their responses tend to be neutral. 
• They agree that it is more appropriate to use the system for identifying training 
needs than for salary review. 
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• Comparing the effectiveness and objectivity of upward appraisal system with 
traditional top-down appraisal in identifying training needs, they are neutral. They 
slightly disagree that upward appraisal is better for salary review, promotion and 
termination decision. 
Responses from Subordinate Appraisers 
Snmmarv of Responses from Subordinate Appraisers (n = 15 - 16) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
Mean SD 
I understand clearly how the System works. 6.8 1.7 
I was given adequate information about the System before I participated as appraisee for 6.4 2.2 
my boss. 
I was given adequate training on how to be an effective appraiser before I participated. 4.6 2.1 
The scoring method of the System is fair and objective. 5.0 1.9 
The Upward Assessment System is too time consuming. 4.5 2.3 
I have rated my boss honestly. JA [ 6 
It will be better if my assessment on my boss are given with narrative description in 5.9 2.4 
addition to ratings. 
It will be better if my assessment on my boss are given with concrete examples to support 6.2 2.3 
the ratings. 
I have adequate observations on the daily performance of my boss for me to rate him/her 7.1 1.8 
appropriately. 
It is more appropriate to use the System for identifying development needs than for 6.4 1.9 
determining salary review. 
I believe that my assessment on boss will be more or less similar to my boss's assessment 4.7 1.7 
on himself/herself. 
The Upward Assessment System is more effective than traditional top-down appraisal 7.1 2.1 
system for identifying development needs. 
The Upward Assessment System is more objective than traditional top-down appraisal 6.6 1.9 
system for identifying development needs. 
It is more appropriate to use the System for determining salary review than for identifying 4.1 1.9 
development needs. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
The Upward Assessment System is more effective than traditional top-down appraisal 5.1 22 
system if the assessment results are linked with salary review. 
The Upward Assessment System is more objective than traditional top-down appraisal 5.1 2.2 
system if the assessment results are linked with salary review. 
If my assessment on my boss is linked with his/her salary review, I will tend to give my 3.8 23 
boss a higher rating than he/she really is. 
If my assessment on my boss is linked with his/her salary review, I will tend to give my 3.1 lA 
boss a lower rating than he/she really is. 
The Upward Assessment System is more effective than traditional top-down appraisal 5.3 2.5 
system if the assessment results are linked with promotion decision. 
The Upward Assessment System is more objective than traditional top-down appraisal 5.2 23 
system if the assessment results are linked with promotion decision. 
If my assessment on my boss is linked with promotion decision on him/her, I will tend to 4.3 2.3 
give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with promotion decision on him/her, I will tend to 3.3 L6 
give my boss a lower rating than he/she really is. 
The Upward Assessment System is more effective than traditional top-down appraisal 4.2 J.8 
system if the assessment results are linked with tomination decision. 
The Upward Assessment System is more objective than traditional top-down appraisal 4.2 2.1 
system if the assessment results are linked with termination decision. 
If my assessment on my boss is linked with termination decision on him/her, I will tend to 4.4 2.2 
give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with termination decision on him/her, I will tend to 3.3 1.6 
give my boss a lower rating than he/she really is. 
The Upward Assessment System can enhance communication between my boss and me. 5.9 2.2 
The Upward Assessment System can improve the relationships between my boss and me. 5.7 2.0 
If I could choose, I would not participate in the Upward Assessment System as appraiser 4.4 3.0 
for my boss. 
The Upward Assessment System should be extended to all staff in my company. 6.6 2.5 
I feel comfortable if my boss can identify which rating is given by me. 4.6 2.8 
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Observation Highlights for Responses from Subordinate Appraisers 
• The respondents slightly agree that they were given adequate information about 
the system, but they slightly disagree that the training for appraisers is adequate. 
On the whole they slightly agree that they understand how the system works. 
• They don't quite agree that the 360-degree system is too time consuming, and that 
they would not participate as appraiser for their boss if they could choose. 
• They hold a neutral position on whether the scoring method is fair. 
• They agree that they have adequate observations on their boss's performance for 
them to rate them appropriately. And they strongly agree that they have rated their 
boss honestly. Yet they don't quite believe that the ratings will be in line with 
their boss's self-assessment. 
• Regarding the need for narrative description and supporting examples, they are 
neutral. 
• Regarding whether the upward appraisal system can enhance their relationships 
with their boss, they are also neutral. Yet they don't feel quite comfortable if their 
boss can identify which rating is given by them. 
• They don't have strong opinion that it is more appropriate to use the system for 
identifying training needs than for salary review. 
• Comparing the upward appraisal system with traditional top-down appraisal, they 
quite agree that it is more effective and objective for identifying training needs. 
Yet regarding the effectiveness for salary review and promotion decision, they are 
quite neutral. They don't agree that upward appraisal is better for termination 
decision. 
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• They all disagree that they will give their boss a higher or lower rating even 
though the results are linked with salary review, promotion or termination. 
Consolidated Analysis on all Respondents 
from Company H 
Summary of Consolidated Responses from all Respondents in Company H 
(n = 2 6 - 2 7 ) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
Mean >s5~ 
I understand clearly how the System works. 6.9 2.0 
I was given adequate information about the System before I participated as appraisee. 6.4 2.1 
The scoring method of the System is fair and objective. 5.0 1.8 
It is more appropriate to use the System for identifying my development needs than for 6.6 2.1 
determining salary review. 
The Upward Assessment System is more effective than traditional top-down appraisal 6.7 1.9 
system for identifying development needs. 
The Upward Assessment System is more objective than traditional top-down appraisal 6.3 1.8 
system for identifying development needs. 
It is more appropriate to use the System for determining salary review than for identifying 4.1 1.9 
development needs. 
The Upward Assessment System is more effective than traditional top-down appraisal 4.9 1.9 
system if the assessment results are linked with salary review. 
The Upward Assessment System is more objective than traditional top-down appraisal 5.0 2.1 
system ifthe assessment results are linked with salary review. 
The Upward Assessment System is more effective than traditional top-down appraisal 5.1 2.4 
system if the assessment results are linked with promotion decision. 
The Upward Assessment System is more objective than traditional top-down appraisal 5.0 2.2 
system if the assessment results are linked with promotion decision. 
The Upward Assessment System is more effective than traditional top-down appraisal 4.1 1.7 
system if the assessment results are linked with termination decision. 
The Upward Assessment System is more objective than traditional top-down appraisal 4.1 1.8 
system if the assessment results are linked with termination decision. 
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Observation Highlights of Consolidated Responses 
• In sum, the users are given rather sufficient information about the system and they 
are quite clear how it works. However, the training for appraisers may not be that 
adequate. 
• Although the users think that upward appraisal may be more effective in 
identifying training needs, they do not believe that the upward appraisal system 
can surpass the traditional top-down appraisal for other functions. Their 
confidence in the upward system is particularly weak when termination decision is 
concerned. 
• Again, they don't have the conviction that the upward system can help improve 
the relationships between boss and subordinates. 
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CHAPTER VI 
OVERALL OBSERVATIONS AND ANALYSIS ON 
FETODvfGS m ALL THREE COMPAMES 
The above analysis is based on the responses from user with different roles in 
each of the three companies. This section aims to analyse, compare and contrast the 
overall trend and variation patterns observed from all responses in these three 
companies, taking into account the differences in their systems, and the roles played 
by the respondents. 
User Mormation, Understanding and Training 
Most users of the systems, including appraisers and appraisees, feel that they 
can generally understand how the systems work with the information provided by the 
companies. However, training for appraisers appears relatively weak, especially for 
companies which use the system for performance management. 
Time-efficiency and Effectiveness 
Appraisees in general consider the system useful in helping them understand 
more about themselves and improving their performance. While the appraisers in 
companies which use the system for performance management do not particularly 
consider the system too time-consuming, those who use it only for developmental 
purpose regard it slightly time-consuming. 
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Adequacy of Observations 
Most users slightly agree that the daily observations at work are sufficient for 
the raters to give appropriate assessment on the ratees. The appraisers have more 
confidence in this than the appraisees, except for the company where the appraisees 
are senior management and they are equally confident that their subordinates and 
peers have enough observations on their performance. 
Narrative Description and Supporting Examples 
In general, all users agree that written comments and examples are helpful in 
the assessment. Those who play the appraisees' role have higher preference on this. 
Appraisers' Honesty in Assessment 
All appraisers claim that they have rated the appraisees honestly. The majority 
do not agree that they will give their boss or peers a higher or lower rating, no matter 
to what the assessment results will be related. The only exception is the company 
which is currently using the system only for developmental purpose. The appraisers 
there indicate some possibility of giving a higher rating to their boss and peers if the 
results will affect their salary, promotion or termination. 
In general, no matter whether salary, promotion or termination is concerned, 
the chance of raters giving higher ratings is still greater than the chance of giving 
lower ratings. 
Also, there is no special indication that peers will intentionally give untruthful 
ratings due to competition. 
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Confidence in Assessment Truthfulness 
Appraisees in senior management level appear to have higher confidence on 
the ratings given by their subordinates and peers. In the company where all staff 
participate in the system for performance management, both raters and ratees have 
little confidence with each other. 
In all companies, however, there is generally not very strong conviction that 
the ratings from others are in line with their self-assessment. 
Communication and Relationship Enhancement 
There is consistent tendency that the users do not have special belief that the 
360-degree appraisal system can improve the relationship among them. 
Anonymity 
All appraisers do not wish to be identified by the appraisees. Also, the 
majority of the appraisees do not think it necessary to know who gives them which 
rating. 
Ipsative Scoring and Normative Scoring 
All appraisees express strong preference on having ipsative scoring where they 
can compare their own ratings with results obtained last year. 
The appraisees in companies which use the results for performance 
management also regard the normative scoring valuable. 
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Feedback 
The appraisees generally consider that the feedback from their boss and the 
human resource or training department not very impressive. Most of them agree that 
feedback by external consultant will help. Regarding the overall feedback provided, 
the company with all staff population as participants is particularly weak. 
Developmental Purpose vs. Performance Management 
All users support that it is more appropriate to use the 360-degree system for 
developmental purpose than for performance management. 
360-Degree System vs. Traditional Appraisal 
All users agree that for developmental uses the 360-degree system is more 
effective and objective than the traditional top-down appraisal system. However, they 
have some reservations on it if the usage extends to personnel decision. 
Jn the company which is currently using the 360-degree system only for 
developmental purpose, the users have comparatively higher confidence in using the 
system for promotion and termination decision than for salary review. However, in 
companies which are already using the system to determine salary, relating the 
assessment results with termination decision is the last thing the users expect. 
Analysis by Demographic Characteristics 
Analysis is also conducted on all the respondents from the three companies in 
regard to their demographic factors, including gender, age and service length in 
current company. The demographic profile of the respondents are as follows : 
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By Gender Male 43 
Female 26 
Not Answered 3 
Total 72 




Aged below 25 2 
Not Answered 3 
Total 72 
By Service Length in Current Less than 5 years 26 
Company 5 -10 years 18 
10 - 20 years 18 
More than 20 years 4 
Not Answered 6 
Total 72 
A total of 17 common questions which are asked in the questionnaires to all 
respondents from the three companies, including appraisees and appraisers, are 
extracted and analysed in terms of the respondents' gender, age and service length. 
These common questions are the key questions which reflect the respondents' attitude 
towards the System. 
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Analysis By Gender 
Summary and Comparison of Responses bv Gender 
Female Male 
(n = 20- 26) (n = 35-43) 
“ Mean SD Mean SD 
Rating Rating 
I understand clearly how the System works. 6.8 2.1 6.7 L7 
I was given adequate information about the System before I participated 6.4 2.4 6,9 1.8 
in the System. 
The scoring method of the System is fair and objective. 6,2 2.0 5.3 1.4 
It will be better if the ratings are supported with narrative description. 7.0 2.3 6.9 1.7 
It will be better if the ratings are supported with concrete examples. 7.3 2.1 6.7 2.0 
It is more appropriate to use the System for identifying my development 7.2 1.8 6.7 2.6 
needs than for determining salary review. 
The 360 Degree Assessment System is more effective than traditional top- 7.5 1.7 6.6 2.0 
down appraisal system for identifying my development needs. 
The 360 Degree Assessment System is more objective than traditional 7.3 1.5 6.7 1.8 
top-down appraisal system for identifying my development needs. 
It is more appropriate to use the System for determining salary review 4.4 2.2 4.0 2.2 
than for identifying development needs. 
The 360 Degree Assessment System is more effective than traditional top- 4.6 2.2 4.2 2.0 
down appraisal system if the assessment results are linked with salary 
review. 
The 360 Degree Assessment System is more objective than traditional 4.2 2.3 4.6 2.0 
top-down appraisal system if the assessment results are linked with salary 
review. 
The 360 Degree Assessment System is more effective than traditional top- 5.1 2.4 4.8 2.1 
down appraisal system if the assessment results are linked with promotion 
decision. 
The 360 Degree Assessment System is more objective than traditional 5.1 2.6 4.9 2.0 
top-down appraisal system if the assessment results are linked with 
promotion decision. 
The 360 Degree Assessment System is more effective than traditional top- 4.2 2.3 4.3 2.2 
down appraisal system if the assessment results are linked with 
termination decision. 
The 360 Degree Assessment System is more objective than traditional 4.5 2.4 4.3 2.2 




(n = 20 - 26) (n = 35 - 43) 
The 360 Degree Assessment System can enhance communication between 6.4 2.6 5.5 23 
supervisors and subordinates. 
The 360 Degree Assessment System can improve the relationships 5.5 2.2 5.1 2.0 
between supervisors and subordinates. 
Observation Highlights 
• Female and male respondents generally have similar opinions on the System, 
while slightly different in terms of the extent. 
• Female respondents have a higher preference on narrative decription and 
supporting examples. 
• Female respondents have stronger support on the 360 degree system as an 
effective tool for identifying training needs. 
• Male respondents have stronger disagreement on using 360 degree system for 
promotion decision. 
Analysis by Age 
Summary and Comparison of Responses bv Age 
Aged Aged Aged 
25-30 30-40 40-55 
(n = 11 -13) (n = 29 - 39) (n = 13 -14) 
“ Mean ""^ 5D Mean SD Mean SD 
Rating Rating Ratin 
— g 
I understand clearly how the System works. 6.7 1.8 6.9 1.9 6.8 1.9 
I was given adequate information about the System 6.1 2.0 6.9 2.0 7.1 1.9 
before I participated in the System. 
The scoring method of the System is fair and 4.8 1.8 5.9 1.5 5.6 2.1 
objective. 
It will be better if the ratings are supported with 6.7 2.1 7.1 1.9 6.7 2.1 
narrative description. 
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Aged Aged Aged 
25 - 30 30 - 40 40 • 55 
(n = 11 -13) (n = 29 - 39) (n = 13 -14) 
It will be better if the ratings are supported with 7.5 1.8 7.2 1.8 6.2 2.1 
concrete examples. 
It is more appropriate to use the System for 6.2 2.9 12 2.3 6.9 1.8 
identifying my development needs than for 
determining salary review. 
The 360 Degree Assessment System is more effective 7.3 1.4 6.9 2.2 6.9 1.9 
than traditional top-down appraisal system for 
identifying my development needs. 
The 360 Degree Assessment System is more 7.1 1.5 7.0 1.7 6.4 1.8 
objective than traditional top-down appraisal system 
for identifying my development needs. 
It is more appropriate to use the System for 4.1 23 4.2 2.2 3.9 2.1 
determining salary review than for identifying 
development needs. 
The 360 Degree Assessment System is more effective 5.4 2.1 4.1 2.0 3.8 1.9 
than traditional top-down appraisal system if the 
assessment results are linked with salary review. 
The 360 Degree Assessment System is more 5.6 2.2 4.1 2.0 3.9 2.0 
objective than traditional top-down appraisal system 
if the assessment results are linked with salary 
review. 
The 360 Degree Assessment System is more effective 6.3 2.2 4.7 2.1 3.9 1.9 
than traditional top-down appraisal system if the 
assessment results are linked with promotion 
decision. 
The 360 Degree Assessment System is more 6.2 1.7 4.9 2.4 3.9 1.9 
objective than traditional top-down appraisal system 
if the assessment results are linked with promotion 
decision. 
The 360 Degree Assessment System is more effective 4.5 2.6 4.4 2.3 3.5 1.5 
than traditional top-down appraisal system if the 
assessment results are linked with termination 
decision. 
The 360 Degree Assessment System is more 4.9 2.6 4.5 2.4 3.3 1.6 
objective than traditional top-down appraisal system 
if the assessment results are linked with termination 
decision. 
The 360 Degree Assessment System can enhance 6.1 L9 5.6 2.6 5.9 2.4 
communication between supervisors and 
subordinates. 
The 360 Degree Assessment System can improve the 5.3 1.4 4.9 2.7 5.7 2.2 
relationships between supervisors and subordinates. 
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Observation Highlights 
• Younger respondents tend to have more favour on the 360 degree system for 
identifying training needs. 
• The older the respondents are, the more objection they have for using the 360 
degree system for salary review and promotion decision. 
• While all the respondents do not feel comfortable to link the 360 degree system 
with termination decision, the objection of the older group is even stronger. 
• The middle group aged 30 - 40 particularly have the least belief that the 360 
degree system can improve relationship between supervisors and subordinates. 
Analysis by Service Length 
Summary and Comparison of Responses bv Service Length 
~~Less than 5""^  5 -10 Years 10 - 20 Years More than 20 
Years (n = 13 -18 ) (n = 14 -18) Years 
(n = 22-26) ( n ” 
Mean SD Mean SD Mean SD Mean SD 
Rating Rating Rating Rating 
I understand clearly how the System 6.3 2.2 7.3 1.3 6.7 1.6 6.0 1.0 
works. 
I was given adequate information 5.9 2.4 7.1 1.5 7.4 1.7 5.8 1.3 
about the System before I participated 
in the System. 
The scoring method of the System is 5.2 1.6 6.3 1.5 5.7 2.0 5.0 0 
fair and objective. 
It will be better if the ratings are 6.8 2.0 6.7 1.8 7.2 2.2 7.3 1.3 
supported with narrative description. 
It will be better if the ratings are 7.2 1.9 6.9 1.8 6.5 2.5 7.3 L5 
supported with concrete examples. 
It is more appropriate to use the 6.4 2.7 7.3 1.9 6.8 2.4 7.3 1.1 
System for identifying my 
development needs than for 
determining salary review. 
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Less than 5 5 -10 Years 10 - 20 Years More than 20 
Years (n = 13 - 1 8 ) (n = 14 -18) Years 
(n 22 - 26) (n = 
The 360 Degree Assessment System 6.5 2.0. 7.4 1.5 6.9 2.2 6.8 1.1 
is more effective than traditional top-
down appraisal system for identifying 
my development needs. 
The 360 Degree Assessment System 6.7 1.7 7.1 1.4 6.8 2.1 6.8 1.1 
is more objective than traditional top-
down appraisal system for identifying 
my development needs. 
It is more appropriate to use the 3.7 2.0 4.9 2.2 4.0 2.3 4.5 0.5 
System for determining salary review 
than for identifying development 
needs. 
The 360 Degree Assessment System 4.3 1.9 4.6 1.9 4.5 2.5 5.5 0.9 
is more effective than traditional top-
down appraisal system if the 
assessment results are linked with 
salary review. 
The 360 Degree Assessment System 3 ^ ~ 2.1 4.4 2.1 5.3 2.1 5.8 0.4 
is more objective than traditional top-
down appraisal system if the 
assessment results are linked with 
salary review. 
The 360 Degree Assessment System 4.7 2.2 5.1 1.7 5.6 2.6 5.5 1.5 
is more effective than traditional top-
down appraisal system if the 
assessment results are linked with 
promotion decision. 
The 360 Degree Assessment System 4.4 2.2 5.4 1.9 5.6 2.5 5.5 1.5 
is more objective than traditional top-
down appraisal system if the 
assessment results are linked with 
promotion decision. 
The 360 Degree Assessment System 4.0 2.5 4.4 2.0 5.1 1.9 3.8 1.3 
is more effective than traditional top-
down appraisal system if the 
assessment results are linked with 
termination decision. 
The 360 Degree Assessment System 4.3 2.6 4.6 2.3 4.7 2.0 3.8 J.3 
is more objective than traditional top-
down appraisal system if the 
assessment results are linked with 
termination decision. 
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Less than 5 5 • 10 Years 10 - 20 Years More than 20 
Years (n = 13 -18 ) (n = 14 • 18) Years 
(n = 22 - 26) (n = 4) 
The 360 Degree Assessment System 5.7 2.4 6.3 2.4 6.1 2.3 5.3 1.8 
can enhance communication between 
supervisors and subordinates. 
The 360 Degree Assessment System 5.0 2.0 5.5 1.9 5.6 2.4 4.8 1.3 
can improve the relationships 
between supervisors and 
subordinates. 
Observation Highlights 
• Those with 5 - 20 years of service consider that the information about the System 
given to them is quite adequate, while those with shorter service and those with 
very long service do not feel the same. 
• The shorter their service length, the most objection they have to linking the 360 
degree system with salary review and promotion. 
• Yet those with very long service is particularly strongly against linking the system 
with termination decision. 
• Those with very short and very long service are less confident that the system can 
enhance relationship between supervisors and subordinates. 
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CHAPTER Vn 
SURVEY ON NON-USERS 
The results of the above case studies provide an indication on how current 
users of the 360-degree appraisal system think about the system. To further support 
the study, it is also advisable to investigate the opinions of the non-users, i.e. those 
who are not using the system. 
A questionnaire for non-users has been designed (Appendix 6) and sent to 50 
people who are working in companies which have not implemented the 360-degree 
system. The response rate is 66%. 
Profile of the Respondents 
All respondents are at supervisory or management level in their current 
companies. Their service length with the company ranges from 0.5 to 21 years, with 
an average of around 6.3 years. Half of the respondents are male. The demographic 
profile of the respondents is highlighted as follows : 
By Gender Male 16 
Female 16 
Not Answered 1 
Total 33 





Aged beiow 25 1 
Not Answered 2 
Total 33 
By Service Length in Current Less than 5 years 18 
Company 5 -10 years 1 
10 - 20 years 5 
More than 20 years 1 
Not Answered 2 
Total 33 
Responses from Non-users 
Summary of Responses (n = 32 - 33) 
Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
Mean SD 
The 360 Degree Assessment System is more effective than traditional top-down 7.5 1.5 
appraisal system for identifying training / development needs. 
The 360 Degree Assessment System is more objective than traditional top-down 7.7 1.4 
appraisal system for identifying training / development needs. 
It is more appropriate to use the System for identifying training / development needs 5.7 2.3 
than for determining salary review. 
The 360 Degree Assessment System is more effective than traditional top-down 6.2 1.8 
appraisal system if the assessment results are linked with salary review. 
The 360 Degree Assessment System is more objective than traditional top-down 6.3 1.9 
appraisal system if the assessment results are linked with salary review. 
It is more appropriate to use the System for determining salary review than for 4.7 1.8 
identifying training / development needs. 
The 360 Degree Assessment System is more effective than traditional top-down 6.8 1.5 
appraisal system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more objective than traditional top-down 7.2 1.4 
appraisal system if the assessment results are linked with promotion decision. 
The 360 Degree Assessment System is more effective than traditional top-down 5.8 2.2 
appraisal system if the assessment results are linked with termination decision. 
The 360 Degree Assessment System is more objective than traditional top-down 6.2 2.0 
appraisal system if the assessment results are linked with termination decision. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
If my company implements the 360 Degree Assessment System for identifying training 7.6 1.7 
and development needs, I would be much willing to participate as appraisee. 
If my company implements the 360 Degree Assessment System for determining salary 7.1 2.0 
review, I would be much willing to participate as appraisee. 
I think the 360 Degree Assessment System will help me understand more about myself. 8.2 1.3 
I think the 360 Degree Assessment System will help me improve my own performance. 8.0 1.5 
I think my boss's assessment on me will be the most valuable reference for me. 7.0 1.5 
I think my subordinates' assessment on me will be the most valuable reference for me. 6.8 1.5 
I think my peers' assessment on me will be the most valuable reference for me. 6^ 1.5 
I think my internal customers' assessment on me will be the most valuable reference for 7.4 1.8 
me. 
I feel comfortable if my 360 Degree Assessment results are linked with my salary 6.7 2.1 
review. 
I feel comfortable if my 360 Degree Assessment results are linked with promotion 6.8 2.0 
decision on me. 
I feel comfortable if my 360 Degree Assessment results are linked with termination 5.8 2.3 
decision on me. 
I believe I will be honestly rated by my boss. 6^ 1-7 
I believe I will be honestly rated by my subordinates. 6^ 1.8 
I believe I will be honestly rated by my peers. ^ 1-7 
I believe I will be honestly rated by my internal customers. 7.0 1.6 
It will be better if the ratings I receive are supported with narrative description. 8^ 1.0 
It will be better if the ratings I receive are supported with concrete examples. 8.4 1.0 
It will be better if I can know who gives me which rating. 6.4 2.6 
If my company implements the 360 Degree Assessment System, I will be willing to 7.3 1.8 
participate as appraiser for mv boss. 
I believe I will have adequate observations on the daily performance of my boss for me 6.7 2.0 
to rate him/her appropriately. 
If my assessment on my boss is linked with his/her salary review, I will tend to give my 4.4 2.3 
boss a higher rating than he/she really is. 
If my assessment on my boss is linked with his/her salary review, I will tend to give my 3.4 1.8 
boss a lower rating than he/she really is. 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
If my assessment on my boss is linked with promotion decision on him/her, I will tend to 4.0 2A 
give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with promotion decision on him/her, I will tend to 3.3 2.0 
give my boss a lower rating than he/she really is. 
If my assessment on my boss is linked with termination decision on him/her, I will tend 4.6 2.8 
to give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with termination decision on him/her, I will tend 3.2 2.2 
to give my boss a lower rating than he/she really is. 
I feel comfortable if my boss can identify which rating is given by me. 4.2 2.7 
If my company implements the 360 Degree Assessment System, I will be willing to 7.6 1.3 
participate as appraiser for my peers. 
I believe I will have adequate observations on the daily performance of my peer for me 6.6 1.8 
to rate him/her appropriately. 
If my assessment on my peer is linked with hisy e^r salary review, I will tend to give my 4.1 2.2 
peer a higher rating than he/she really is. 
If my assessment on my peer is linked with his/her salary review, I will tend to give my 3.7 2.0 
peer a lower rating than he/she really is. 
If my assessment on my peer is linked with promotion decision on him/her, I will tend to 4.0 2.2 
give my peer a higher rating than he/she really is. 
If my assessment on my peer is linked with promotion decision on him/her, I will tend to 3,5 1.8 
give my peer a lower rating than he/she really is. 
If my assessment on my peer is linked with termination decision on himAier, I will tend 4.3 2.4 
to give my peer a higher rating than he/she really is. 
If my assessment on my peer is linked with termination decision on him/her, I will tend 3.1 1.7 
to give my peer a lower rating than he/she really is. 
I feel comfortable if my peer can identify which rating is given by me. 5.0 2.8 
I will avoid giving high ratings to my peers because I don't want my own ratings to 4.5 2.7 
compare unfavourably with my peers' ratings. 
The 360 Degree Assessment System will enhance the relationships between my boss and 5.6 1.9 
me. 
The 360 Degree Assessment System will enhance the relationships between my peers 5.2 1.9 
and me. 
The 360 Degree Assessment System will enhance the relationships between my 5.8 2.2 
subordinates and me. 
The 360 Degree Assessment System is too time-consuming. 7.5 1.9 
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Average Point of Agreement 
(1 - Most Disagree; 10 - Most Agree) 
The 360 Degree Assessment System is not cost-effective. 5J 2.1 
I believe if my company implements the 360 Degree Assessment System, it will be 4.7 2.1 
implemented successfully. 
I believe if my company implements the 360 Degree Assessment System, it will be well- 4.1 2.1 
accepted by the staff. 
Observation Highlights for Responses from Non-users 
• The respondents believe that the 360-degree appraisal system is more effective 
and objective than the traditional top-down appraisal system in identifying training 
needs and promotion decision. They also slightly agree that the system is better if 
the results are linked with salary. Concerning termination decision, their 
responses tend to be neutral. 
• They don't have particular strong opinion that the system should be used for 
developmental purposes rather than performance management. 
• They think they will be willing to participate as appraisee and appraisers for their 
boss and peers if their companies implement the 360-degree system, even though 
the results are linked with salary review and promotion. Yet they are not sure if 
they can accept if the results are linked with termination decision. 
• They have very strong conviction that the system will help them understand more 
about themselves and improve their own performance. 
• They think that the assessment from internal customers will comparatively be 
most valuable reference for them, followed by assessment from boss, subordinates 
and peers. 
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• In general they beiieve that they wiii be honestiy rated by the appraisers. 
Comparatively they have more confidence on their internal customers and boss, 
followed by subordinates and peers. 
• They strongly agree that it will be better if the ratings they receive are supported 
with narrative description and concrete examples. 
• They think they have quite sufficient observations on the daily performance of 
their boss and peers for them to make appropriate assessment. 
• While they don't have strong preference to know who gives them which rating, 
they don't feel comfortable if their boss can identify which rating is given by 
them. 
• They don't agree that they will give their boss or peers higher or lower ratings no 
matter the results are linked with salary, promotion or termination decision. They 
also disagree somehow that they will avoid giving high ratings to their peers due 
to competition. 
• Regarding the effect of 360-degree system in enhancing relationship with co-
workers, they are neutral. 
• While they quite agree that the 360-degree system is too time-consuming, they 
have no particular opinion on its cost-effectiveness. 
• They tend to disagree that the system, if implemented by their companies, will be 
successful and well-accepted. 
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CHAPTER Vm 
H N D _ S AND CONCLUSION 
As showed in Chapter rV, the 360-degree assessment results do have insightful 
meanings for both the appraisees and the whole organisation. The traditional top-
down appraisal only shows appraisees how their boss judge them. The 360-degree 
assessment provides perspectives from different coworkers. When analysed in 
various different comparison bases, the assessment results represent not only a simple 
judgment along the scale, but also valuable insights on the relationships and 
perceptions among people. This holds true in the Hong Kong context as well as in 
other countries. 
Based on the users' opinions, the 360-degree system do help ratees to 
understand more about themselves. Most people believe that assessment from others 
will be somewhat different from their self-assessment. This confirms the value of the 
360-degree system in providing "perceptions from different others". Jn particular, the 
comments orjudgment from internal customers may be most valuable. 
However, users' opinions have reflected that the 360-degree system is 
meaningful, effective and more accepted by users when the results are used for 
developmental purpose only. It may take some more time for them to accept it as a 
substitute of traditional performance appraisal, i.e. for personnel decision. Moreover, 
they may be more ready to accept it for promotion consideration than for salary 
review. Li any case, using the system for termination decision will not be well-
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accepted in present stage. It hence shows that for people to be 100% confident with 
the 360-degree system, there is still a long way to go. 
On the other hand, honesty of the raters does not seem to be a major problem. 
As most of the users have admitted, they have not and will not manipulate the 
assessment for any improper reasons. How the results will be used will not affect 
their judgment decision. The disadvantage of too positive or too negative results (at 
least intentional ones) is hence not a huge concem. Although many ratees do not 
seem quite confident that their raters have adequate observations on their 
performance the use of narrative comments and supporting evidence can increase the 
reliability of the assessment and hence provide a remedy for this problem. Jn fact, 
most ratees have indicated strong preference for such concrete support. 
The study also shows that confidentiality is highly regarded. Most ratees do 
not think they have the need to identify the rater of specific rating. Raters are also 
much opposed to the disclosure of their identity. This can confirm that confidentiality 
and anonymity are crucial if the system is to be well-accepted by users. 
Jn contradiction to the theory of many researchers, most of the users do not 
find the 360-degree system helpful in enhancing the relationship. This tendency is 
very consistent among users with different roles and in different companies. One 
possible reason is that users are still in the initial stage where they regard the system 
as a tool for "judgment", rather than "communication and understanding". The 
situation may change when the system is more comprehensively appreciated by the 
users. 
According to the academic theories and the empirical research in this study, 
there is no doubt that the 360-degree assessment system has substantial value in terms 
of the multiple source of feedback provided. However, its application in Hong Kong 
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is quite different from that in the United State, where users have already accepted it as 
a powerful system for personnel decision. Still, there is possibility that it can be 
applied more widely and popularly in Hong Kong, but it has to be implemented in 
careful pace. Using the system for developmental purpose, at least in the initial stage, 




The findings in this research project are based on data from four companies in 
Hong Kong. Although these four companies are quite different in terms of the 
business nature and the way they implement the system, it still cannot guarantee that 
the findings can represent the trend of all companies in Hong Kong. 
Besides, the limited number of responses also limits the representativeness of 
the survey. To have a holistic picture of how the system is implemented in Hong 
Kong, a more comprehensive research in larger scope is required. 
Furthermore, this research project has come up with some primary 
observations on the perception of the users. The underlying reasons and rationality 
behind their thinking require very in-depth study. With a more thorough 
understanding of the rationality, more targeted methods for more effective 
implementation of the system in Hong Kong can be investigated. These are possible 
areas for further research in future. 
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1 Appendix 1 (a) 
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The scattergram below represents the average rating by yourself for each of the practices. The grey 
] cross is individually positioned according to your own average ratings. The numbers refer to the 
. individual practices. Practices which show as development needs, i.e., those with a High 
I Importance - Low Accomplishment rating appear in the top left quadrant. It is important also to note 
the practices in the top right quadrant. These were rated High Importance - High Accomplishment 
and should be regarded as strengths. 
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Appendix 1 (b) 
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The scattergram below represents the average rating by your supervisor for each of the practices. 
The grey cross is individually positioned according to your own average ratings. The numbers refer to 
the individual practices. Practices which show as development needs, i.e., those with a High 
Importance - Low Accomplishment rating appear in the top left quadrant. It is important also to note 
the practices in the top right quadrant. These were rated High Importance - High Accomplishment i 
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I Appendix 1 (c) 
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The scattergram below represents the average rating by your staff for each of the practices. The 
i grey cross is individually positioned according to your staff average ratings. The numbers refer to the 
i individual practices. Practices which show as development needs, i.e., those with a High 
I Importance - Low Accomplishment rating appear in the top left quadrant. It is important also to note 
the practices in the top right quadrant. These were rated High Importance - High Accomplishment 
and should be regarded as strengths. 
6 ^  j 
A • 
5.5 U ^ • X 
<^ • • 
<> 1 ~ ~ “ 
u j sa 
y 5 - 0 • 
s 
1 Q 








3.5 ~| 1 1 1 1 1 





~ • ~ * Average (Staff) - - 0 - - * Av^rage(Self) 
• Communication (Staff) 0 Communication(Self) 
• Customer Focus (Staff) A Customer Focus(Self) 
• lnnovation&Change(Staff) 0 lnnovation&Change(Self) : 
+ Managing People (Staff) sa Managing People(Self) ^ 
X Personal Leadership Qualities (Staff) g3 Personal Leadership Qualities(Self) 
• Team Work (Staff) • Team Work(Self) 







1 Appendix 1 (e) 
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1 Appendix 1 (e) 
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The scattergram below represents the average rating by your client for each of the practices. The 
grey cross is individually positioned according to your own average ratings. The numbers refer to the 
individual practices. Practices which show as development needs, i.e., those with a High 
Importance - Low Accomplishment rating appear in the top left quadrant. It is important also to note 
the practices in the top right quadrant. These were rated High Importance - High Accomplishment 
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The following is the list of questions with the highest and lowest importance and 
accomplishment classified by the respondent types. 
From Self Reponses ‘ 
• i 
Importance 
Top 5 Questions 
1 1 ^ Takes accountability for the performance of the whole team. scored 6.00 
2 ^ Leads and motivates their team. scored 6.00 
3 ~ ^ Advise subordinates on their career development scored 6.00 
!
4 ^ Understands customer's needs and acts proactivefy to satisfy them. scored 5.85 
5 _ Keeps learning. scored 5.85 
Last 5 Questions 
1 raTakes calculated risks. scored 3.62 
2 T a Takes steps to work through situations of conflict constructively. scored 4.2S 
3 ^ Leads by example. scored 4.62 
4 1 7 Clarifies role of individual members in the team. scored 4.62 
5 ^ Strike sound bafance between empowering and controlling. scored 4 67 
Accomplishment 
i .. : 
‘ Top 5 Questions 
1 |30]Demonstrates integrity, honesty and humility. scored 5.62 
2 W Dea(s with people fajriy and consistenthr. scored 
3 ^ K e e p s l e a m i n g . scored5.3^ 
4 l s ^ Helps others to achieve team goals. scored 5.23 
5 ^ T Works to create a ccM>perative and trusting environment in the team. scored 5.23 
'. - • 
Last 5 Questions 
\ 1 p^Recognise and rewards g6od perfomnance. scpred 3.34 
^ 2WTakescalGuiatedrisks. scofett3_39 
i 3 ~5~ E^ecognises underlying problems and develops a long-term strategy to soWe them. scored 3 85 
I I 4 ~W takes steps to work through situations of conflict constructively. scored 3.92 
• 5 " ^ Recognises and makes use of opportunities at an early stage. scored 3.93 
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Appendix 2 (b) 
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The following is the list of questions with the highest and lowest importance and 
accomplishment classified by the respondent types. 
From Supervisor Responses 
Importance 
Top 5 Questions 
1 16 Builds constructive work relationships with other teams. scored 5.58 
2 13 Encourages and values team resutts. scored 5.43 
3 48 Takes accountabilHy for the performance of the whole team. scored 5.40 
4 49 Leads and motivates their team. scored 5.40 
5 7 Presents own points clearty and logically to help others understand dearly. scored 5.39 
Last 5 Questions 
1 23 Takes calculated risks. scored 3.84 
2 19 Takes steps to work through situations of conflict constaictively. scored 4.50 
3 17 Clarifies role of individual members in the team. scored 4.55 
4 3 Builds individual vision aligning with Company and Department vision. scored 4.72 
5 44 Provides proper coaching and focus on developing staff competenee. scored 4.75 
Accomplishment 
Top 5 Questions 
1 45 Makes time to listen to subordinates' views. scored 5.50 
2 48 Takes accountability for the performance of the whole team. scored 5.40 
3 30 Demonstrates integrity, honesty and humility. scored 5.22 
4 29 Displays sensitivity to, respect and concerns for others. scored 5.08 
5 32 Deals with peopie fairly and consistently. scored 5.08 
Last 5 Questions 
1 23 Takes calculated risks. scored 3.34 
2 38 Understands customer's business. scored 3.77 
3 5 Recognises underiying problems and develops a long-term strategy to solve them. scored 3.77 
4 46 Does not tolerate poor performance and takes remedial action to prevent and correct it. scored 3.80 
5 41 Strike sound balance between empowering and controlling. scored 3.80 
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Appendix 2 (c) 
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The following is the list of questions with the highest and lowest importance and 
accomplishment classified by the respondent types. 
From Staff Responses 
ru Importance 
Top 5 Questions 
1 40 Responds to customer's requirements in a timely fashion. scored 5.90 
2 39 Understands customer's needs and acts proactively to satisfy them. scored 5.82 
3 35 Prioritises tasks by importance and urgency. scored 5.75 
I 4 38 Understands customer's business. scored 5.75 
5 1 Understand the Company vision and how their role contributes to achieving it. scored 5.67 
i Last 5 Questions 
1 1 23 Takes calcuteted risks. scored 4.84 
2 3 Builds individual vision aligning with Company and Department vision. scored 4.91 
3 19 Takes steps to work through situations of conflict constructively. scored 4.91 
4 18 Promotes mutual respect and understanding amongst team members. scored 5.19 
5 46 Does not tolerate poor performance and takes remedial action to prevent and correct it. scored 5.25 
Accomplishment 
Top 5 Questions 
1 30 Demonstrates integrity, honesty and humility. scored 5.59 
2 28 Takes initiatives to deliver resufts and improve own performance. scored 5.34 
3 27 Keeps leaming‘ scored 5.34 
4 29 Displays sensitivity to, respect and concerns for others. scored 5.34 
I 5 32 Deals with people fairiy and consistently. scored 5.34 
Last 5 Questions 
’ 1 44 Provides proper coaching and focus on developing staff competence. scored 4.00 
I 2 43 Advise subordinates on their career development. scored 4.00 
[ 3 23 Takes caiculated risks. scored 4.25 
4 3 Builds individual vision aligning with Company and Department vision. scored 4.37 
5 5 Recognises underlying problems and develops a long-term strategy to soh/e them. scored 4.46 
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The following is the list of questions with the highest and lowest importance and 
accomplishment classified by the respondent types. 
From Peer Responses 
Importance 
Top 5 Questions 
1 p o ] Responds to customer's requirements in a timely fashion. scored 5.58 
2 ^ Understands customer's needs and acts proactivefy to satisfy them. scored 5.50 
3 ^ 8 Takes accountability for the performance of the whole team. scored 5.34 
4 i Is open, actively iistens to and seeks to understand others. scored 5.33 
5 W Alms to be the first choice of customers. scored 5.31 
Last 5 Questions 
1 ra Takes calculated risks. ^ ^ ^ 3-56 
‘ 2 ^ Leads by example. scored 4.24 
I 3 l A Seeks alternatives before taking decisions. scored 4.32 
’ j 4 ~ Y Recognises underlying problems and develops a long-term strategy to solve them. scored 4.40 
5 : ^ boes not tolerate poor performance and takes remedial action to prevent and correct it. scored 4.40 
I Accomplishment 
Top 5 Questions 
1 Demonstrates integrity, honesty and humilrty. scored 5.00 
2 ~W Takes accountability for the performance of the whole team. scored 4.67 
3 ^ Understands customer's needs and acts proacth/ely to satisfy them. scored 4.66 
I 4 ^ K e e p s l e a m i n g . s c o r e d 4 ^ 
5 Promotes mutual respect and understanding amongst team members. scored 4.63 
La^ 5 Questions 
1 _ T a k e s calculated risks. scored 3.15 
2 ^ Does not tolerate poor performance and takes remedial action to prevent and correct it. scored 3.40 
t 3 ^ Advise subordinates on their career devek>pment. scored 3.58 
: 4 1 ^ Takes steps to work through situations of conflict constructively. scored 3.68 
I I 5 Recognises underlying problems and develops a long-term strategy to solve them. scored 3.70 
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The following is the list of questions with the highest and lowest importance and 
accomplishment classified by the respondent types. 
From Client Responses 
• .' 
Importance 
Top 5 Questions 
1 [ ^ Aims to be the first choice of customers. scored 5.65 
2 ^ Responds to customer's requirements in a timely fashion. scored 5.65 
3 ^ Understands customer's needs and acts proactively to satisfy them. scored 5.58 
4 Communicates cleariy the Company and Department objectives. scored 5.54 
5 "T^ Understand the Company vision and how their role contributes to achieving i t scored 5.47 
Last 5 Questions 
1 | ^ T a k e s calculated risks. scored 4.29 
2 Tz^ Clarifies rote of individual members in the team. scored 4.56 
3 ~ ^ Keeps the long-term objective in sight despite short-term difficufties. scored 4.67 
4 Posith/ety inspires and motivates others. scored 4.70 
5 l s ^ Helps others to achieve team goals. scored 4.72 
I 
_„ Accomplishment 
\ Top 5 Questions 
1 [ ^ Demonstrates integrity, honesty and humility. scored 5.62 
2 ^ i Works to create a cooperative and trusting environment in the team. scored 5.55 
3 ~W Keeps learning. scored 5.50 
4 ^B Displays sensitivity to, respect and concerns for others. scored 5.43 
5 ~8~ Is open, actively listens to and seeks to understand others. scored 5.40 
~~ I 
Last 5 Questions \ i I 
1 4 Keeps the long-term objective in sight desprte short-term difficufties. scored 4.42 
2 ~ ^ Recognises underlying problems and develops a long-term strategy to soh/e them. scored 4.50 
3 T T Clarifies role of individual members in the team. scored 4.56 
4 ^ 3 Takes calculated risks. scored 4.58 




:;:,. ' . • t * 
i. 











Appendix 2 (f) 
IBHI^HSBSS3HHHHI 
The following is the list of questions with the highest and lowest importance and 
accomplishment classified by the respondent types. 
From Overall Response Average 
Importance 
Top 5 Questions 
1 p o ] Responds to customer's requirements m a timely fashion. scored 5.54 
2 ^ Understands customer's needs and aets proactively to satisfy them. scored 5.52 
3 ~ ^ Alms to be the first choice of customers. scored 5.40 
4 W Understands customer's business. scored 5.39 
5 Strike sound balance between empowering and controlling. scored 5.35 
Last 5 Questions 
\ 1 [ ^ Takes calculated risks. scored 3.89 
2 ^ Leads by example. scored 4.63 
3 ^ Seeks artematives before taking decisions. scored 4.64 
4 1 ^ Takes steps to work through situations of conflict constructively. scored 4.66 
5 ~ ^ Enourages other team members to commit to the common goal. scored 4.73 
i Accomplishment 
I . 
Top 5 Questions 
1 1 ^ Demonstrates integrity, honesty and humility. scored 5.23 
2 ^ Takes accountability foF the performance of the whole team. scored 5,12 
i 3 W oeals with people fairly and consistently. scored 4.92 
4 ^ Displays sensitivity to, respect and concerns for others. scored 4.89 
5 ^ Keeps learning. scored 4.89 
Last 5 Questions 
1 [ ^ T a k e s calculated risks. scored 3.50 
2 ^ Advise subordinates on their career development scored 3.90 
3 ^ Takes steps to work through situations of conflict constructively. scored 3.94 
4 ~5^ Recognises underiying problems and develops a long-term strategy to soh/e them. scored 3.95 
5 ~^ Provides proper coaching and focus on developing staff competence. scored 3.96 
•> 
-• 





Appendix 3 (a) 
Questionnaire for Users of 360 Degree Assessment System - Appraisee 
- How many times have you been assessed under the 360 Degree Assessment System? 
- What is(was) your level when you are (were) the appraisee 
(Please tick as appropriate) 
Senior management (e.g. director, president, department head) 
Middle management (e.g. department manager) 
Junior management (e.g. section manager) 
Supervisory staff (e.g. officer, supervisor) 
General staff (e.g. clerical, operational staff) 
- By whom were you assessed? 






- Did you participate in the System on a voluntary basis? 
Yes — No 
i 
‘ 
- As far as you know, what will the assessment results be used for? 
identifying training and development needs / succession planning 
identifying management style 
performance management (e.g. determining salary increase, promotion) 
t others (Please specify : ) 
5 
1 To what extent do you agree with the following statements Please circle the most 
I appropriate response : 






I understand clearly how the System works. 1 2 3 4 5 6 7 8 9 10 
I was given adequate information about the System before I 1 2 3 4 5 6 7 8 9 10 
participated as appraisee. 
The 360 Degree Appraisal System helps me understand more 1 2 3 4 5 6 7 8 9 10 
about myself. 
The scoring method of the System is fair and objective. 1 2 3 4 5 6 7 8 9 10 
If I could choose, I would not participate in the 360 Degree 1 2 3 4 5 6 7 8 9 10 
Assessment System. 
The 360 Degree Assessment System should be extended to all 1 2 3 4 5 6 7 8 9 10 
staff in my company. 
It will be better if the ratings I receive are supported with 1 2 3 4 5 6 7 8 9 10 
narrative description. 
It will be better if the ratings I receive are supported with 1 2 3 4 5 6 7 8 9 10 
concrete examples. 
It would be better if I could know who gave me which rating. 1 2 3 4 5 6 7 8 9 10 
It is useful to compare my 360 Assessment results this year with 1 2 3 4 5 6 7 8 9 10 
my results last year. 
It is useful to compare my 360 Assessment results with the norm 1 2 3 4 5 6 7 8 9 10 
of the company. 
The System can help me improve my own performance. 1 2 3 4 5 6 7 8 9 10 
I believe that I was rated honestly by my subordinates. 1 2 3 4 5 6 7 8 9 10 
I believe that I was rated honestly by my peers. 1 2 3 4 5 6 7 8 9 10 
It is more appropriate to use the System for identifying my 1 2 3 4 5 6 7 8 9 10 
development needs than for determining salary review. 
I believe that my own assessment on myself will be more or less 1 2 3 4 5 6 7 8 9 10 
similar to my subordinates' assessment on me. 
I believe that my own assessment on myself will be more or less 1 2 3 4 5 6 7 8 9 10 
similar to my peers' assessment on me. 
I think my subordinates have adequate observations on my daily 1 2 3 4 5 6 7 8 9 10 
performance for them to give me an appropriate ratings. 
I think my peers have adequate observations on my daily 1 2 3 4 5 6 7 8 9 10 
performance for them to give me an appropriate ratings. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying my 
development needs. 





traditional top-down appraisal system for identifying my 
development needs. 
It is more appropriate to use the System for determining salary 1 2 3 4 5 6 7 8 9 10 
review than for identifying my development needs. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
I feel comfortable if my 360 Degree Assessment results are linked 1 2 3 4 5 6 7 8 9 10 
with salary review. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
I feel comfortable if my 360 Degree Assessment results are linked 1 2 3 4 5 6 7 8 9 10 
with promotion decision. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
I feel comfortable if my 360 Degree Assessment results are linked 1 2 3 4 5 6 7 8 9 10 
with termination decision. 
The 360 Degree Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my subordinates and me. 
The 360 Degree Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my peers and me. 
The 360 Degree Assessment System can improve the 1 2 3 4 5 6 7 8 9 10 
relationships between my subordinates and me. 
The 360 Degree Assessment System can improve the 1 2 3 4 5 6 7 8 9 10 
relationships between my peers and me. 
I was given adequate feedback by my boss on how to interpret my 1 2 3 4 5 6 7 8 9 10 
assessment results. 
I was given adequate feedback by staff from human resources 1 2 3 4 5 6 7 8 9 10 





It would be better if I had been given feedback by external 1 2 3 4 5 6 7 8 9 10 
consultants in addition to by my boss. 
Overall speaking, I was given adequate feedback on how to 1 2 3 4 5 6 7 8 9 10 
interpret my assessment results 
Personal Profile 
- Age 55 or above 40 - 55 
— 3 0 - 4 0 25-30 
below 25 
- Sex Male Female 
- Expatriate Local 
- How long have you been working for your current company? years 
Thank you 
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Appendix 3 (a) 
Questionnaire for Users of 360 Degree Assessment Svstem 
-Subordinate as Appraiser 
- How many times have you been appraiser for your boss under the 360 Degree Appraisal 
System? 
- What is(was) your level when you are (were) the appraiser 
(Please tick as appropriate) 
Senior management (e.g. director, president, department head) 
Middle management (e.g. department manager) 
Junior management (e.g. section manager) 
Supervisory staff (e.g. officer, supervisor) 
General staff (e.g. clerical, operational staff) 
- Did you participate in the System on a voluntary basis? 
— Yes — No 
- As far as you know, what will the assessment results be used for? 
identifying training and development needs / succession planning 
identifying management style 
performance management (e.g. determining salary increase, promotion) 
others (Please specify : ) 
To what extent do you agree with the following statements Please circle the most appropriate 
response : 




I understand clearly how the System works. 1 2 3 4 5 6 7 8 9 10 
I was given adequate information about the System before I 1 2 3 4 5 6 7 8 9 10 
participated as appraiser for my boss. 
I was given adequate training on how to be an effective appraiser 1 2 3 4 5 6 7 8 9 10 
before I participated. 
The scoring method of the System is fair and objective. 1 2 3 4 5 6 7 8 9 10 





I have rated my boss honestly. 1 2 3 4 5 6 7 8 9 10 
It will be better if my assessment on my boss are given with 1 2 3 4 5 6 7 8 9 10 
narrative description in addition to ratings. 
It will be better if my assessment on my boss are given with 1 2 3 4 5 6 7 8 9 10 
concrete examples to support the ratings. 
I have adequate observations on the daily performance of my boss 1 2 3 4 5 6 7 8 9 10 
for me to rate him/her appropriately. 
It is more appropriate to use the System for identifying development 1 2 3 4 5 6 7 8 9 10 
needs than for determining salary review. 
I believe that my assessment on my boss will be more or less similar 1 2 3 4 5 6 7 8 9 10 
to my boss's assessment on himselfiOierself. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying development 
needs. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying development 
needs. 
It is more appropriate to use the System for determining salary 1 2 3 4 5 6 7 8 9 10 
review than for identifying development needs. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
If my assessment on my boss is linked with his/her salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with hisAier salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my boss a lower rating than he/she really is. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on him/her, I will tend to give my boss a higher 





If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on him/her, I will tend to give my boss a lower 
rating than he/she really is. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 1 8 9 10 
termination decision on him/her, I will tend to give my boss a 
higher rating than he/she really is. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
termination decision on him/her, I will tend to give my boss a lower 
rating than he/she really is. 
The 360 Degree Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my boss and me. 
The 360 Degree Assessment System can improve the relationships 1 2 3 4 5 6 7 8 9 10 
between my boss and me. 
I feel comfortable if my boss can identify which rating is given by 1 2 3 4 5 6 7 8 9 10 
me. 
Personal Profile 
- Age 55 or above 40 - 55 
— 3 0 - 4 0 — 25-30 
— b e l o w 25 
- Sex Male Female 
- Expatriate Local 
- How long have you been working for your current company? years 
Thank you 
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Appendix 3 (a) 
Questionnaire for Users of 360 Degree Assessment System 
-Peers as Appraiser 
- How many times have you been appraiser for your peers under the 360 Degree Assessment 
System? 
- What is(was) your level when you are (were) the appraiser 
(Please tick as appropriate) 
Senior management (e.g. director, president, department head) 
Middle management (e.g. department manager) 
Junior management (e.g. section manager) 
Supervisory staff (e.g. officer, supervisor) 
General staff (e.g. clerical, operational staff) 
- Did you participate in the System on a voluntary basis? 
— Yes — No 
- As far as you know, what will the assessment results be used for? 
identifying training and development needs / succession planning 
identifying management style 
performance management (e.g. determining salary increase, promotion) 
others (Please specify : ) 
To what extent do you agree with the following statements Please circle the most appropriate 
response : 




I understand clearly how the System works. 1 2 3 4 5 6 7 8 9 10 
I was given adequate information about the System before I 1 2 3 4 5 6 7 8 9 10 
participated as appraiser for my peers. 
I was given adequate training on how to be an effective appraiser 1 2 3 4 5 6 7 8 9 10 
before I participated. 
The scoring method of the System is fair and objective. 1 2 3 4 5 6 7 8 9 10 





I have rated my peers honestly. 1 2 3 4 5 6 7 8 9 10 
It will be better if my assessments on my peers are given with 1 2 3 4 5 6 7 8 9 10 
narrative description in addition to ratings. 
It will be better if I could provide concrete example to support the 1 2 3 4 5 6 7 8 9 10 
ratings I .gave to my peers. 
I have adequate observations on the daily performance of my peers 1 2 3 4 5 6 7 8 9 10 
for me to rate him/her appropriately. 
It is more appropriate to use the System for identifying development 1 2 3 4 5 6 7 8 9 10 
needs than for determining salary review. 
I believe that my assessment on peers will be more or less similar to 1 2 3 4 5 6 7 8 9 10 
my peers's assessment on himself/herself. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying development 
needs. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying development 
needs. 
It is more appropriate to use the System for determining salary 1 2 3 4 5 6 7 8 9 10 
review than for identifying development needs. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
If my assessment on my peers is linked with their salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my peers higher ratings than they really are. 
If my assessment on my peers is linked with their salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my peers lower ratings than they really are. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on him/her, I will tend to give my boss a higher 





If my assessment on my peers is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on them, I will tend to give my peers lower 
ratings than they really are. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
If my assessment on my peers is linked with the company's 1 2 3 4 5 6 7 8 9 10 
termination decision on them, I will tend to give my peers higher 
ratings than they really are. 
If my assessment on my peers is linked with the company's 1 2 3 4 5 6 7 8 9 10 
termination decision on them, I will tend to give my peers lower 
ratings than they really are. 
The 360 Degree Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my peers and me. 
The 360 Degree Assessment System can improve the relationships 1 2 3 4 5 6 7 8 9 10 
between my peers and me. 
I will avoid giving high ratings to my peers because I don't want 1 2 3 4 5 6 7 8 9 10 
my own ratings to compare unfavourably with my peers' ratings. 
I feel comfortable if my peers can identify which rating is given by 1 2 3 4 5 6 7 8 9 10 
me, 
Personal Profile 
- Age 55 or above 40 - 55 
— 3 0 - 4 0 — 25-30 
— b e l o w 25 
- Sex Male Female 
- Expatriate Local 
- How long have you been working for your current company? years 
Thank you 
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Appendix 3 (a) 
Questionnaire for Users of 360 Degree Assessment Svstem - Appraisee 
- How many times have you been assessed under the 360 Degree Assessment System? 
- What is(was) your level when you are (were) the appraisee 
(Please tick as appropriate) 
Senior management (e.g. director, president, department head) 
Middle management (e.g. department manager) 
Junior management (e.g. section manager) 
Supervisory staff (e.g. officer, supervisor) 
General staff ,(e.g. clerical, operational staff) 
- By whom were you assessed? 






- Did you participate in the System on a voluntary basis? 
Yes No 
- As far as you know, what will the assessment results be used for? 
identifying training and development needs / succession planning 
identifying management style 
performance management (e.g. determining salary increase, promotion) 
others (Please specify : ) 
To what extent do you agree with the following statements Please circle the most 
appropriate response : 





I understand clearly how the System works. 1 2 3 4 5 6 7 8 9 10 
I was given adequate information about the System before I 1 2 3 4 5 6 7 8 9 10 
participated as appraisee. 
The 360 Degree Appraisal System helps me understand more 1 2 3 4 5 6 1 8 9 10 
about myself. 
The scoring method of the System is fair and objective. 1 2 3 4 5 6 7 8 9 10 
If I could choose, I would not participate in the 360 Degree 1 2 3 4 5 6 7 8 9 10 
Assessment System. 
The 360 Degree Assessment System should be extended to all 1 2 3 4 5 6 7 8 9 10 
staff in my company. 
It will be better if the ratings I receive are supported with 1 2 3 4 5 6 7 8 9 10 
narrative description. 
It will be better if the ratings I receive are supported with 1 2 3 4 5 6 7 8 9 10 
concrete examples. 
It would be better if I could know who gave me which rating. 1 2 3 4 5 6 7 8 9 10 
It is useful to compare my 360 Assessment results this year with 1 2 3 4 5 6 7 8 9 10 
my results last year. 
It is useful to compare my 360 Assessment results with the norm 1 2 3 4 5 6 7 8 9 10 
of the company. 
The System can help me improve my own performance. 1 2 3 4 5 6 7 8 9 10 
I believe that I was rated honestly by my subordinates. 1 2 3 4 5 6 7 8 9 10 
I believe that I was rated honestly by my peers. 1 2 3 4 5 6 7 8 9 10 
It is more appropriate to use the System for identifying my 1 2 3 4 5 6 7 8 9 10 
development needs than for determining salary review. 
I believe that my own assessment on myself will be more or less 1 2 3 4 5 6 7 8 9 10 
similar to my subordinates' assessment on me. 
I believe that my own assessment on myself will be more or less 1 2 3 4 5 6 7 8 9 10 
similar to my peers' assessment on me. 
I think my subordinates have adequate observations on my daily 1 2 3 4 5 6 7 8 9 10 
performance for them to give me an appropriate ratings. 
I think my peers have adequate observations on my daily 1 2 3 4 5 6 7 8 9 10 
performance for them to give me an appropriate ratings. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying my 
development needs. 





traditional top-down appraisal system for identifying my 
development needs. 
It is more appropriate to use the System for determining salary 1 2 3 4 5 6 7 8 9 10 
review than for identifying my development needs. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
I feel comfortable if my 360 Degree Assessment results are linked 1 2 3 4 5 6 7 8 9 10 
with salary review. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
I feel comfortable if my 360 Degree Assessment results are linked 1 2 3 4 5 6 7 8 9 10 
with promotion decision. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
I feel comfortable if my 360 Degree Assessment results are linked 1 2 3 4 5 6 7 8 9 10 
with termination decision. 
The 360 Degree Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my subordinates and me. 
The 360 Degree Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my peers and me. 
The 360 Degree Assessment System can improve the 1 2 3 4 5 6 7 8 9 10 
relationships between my subordinates and me. 
The 360 Degree Assessment System can improve the 1 2 3 4 5 6 7 8 9 10 
relationships between my peers and me. 






I was given adequate feedback by staff from training and 1 2 3 4 5 6 7 8 9 10 
development department on how to interpret my assessment 
results. 
It would be better if I had been given feedback by external 1 2 3 4 5 6 7 8 9 10 
consultants in addition to by my boss. 
Overall speaking, I was given adequate feedback on how to 1 2 3 4 5 6 7 8 9 10 
interpret my assessment results 
Personal Profile 
- Age 55 or above 40 - 55 
— 3 0 - 4 0 — 25-30 
— b e l o w 25 
- Sex Male Female 
- Expatriate Local 
- How long have you been working for your current company? years 
Thank you 
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Questionnaire for Users of 360 Degree Assessment Svstem 
-Subordinate as Appraiser 
- How many times have you been appraiser for your boss under the 360 Degree Appraisal 
System? 
- What is(was) your level when you are (were) the appraiser 
(Please tick as appropriate) 
Senior management (e.g. director, president, department head) 
Middle management (e.g. department manager) 
Junior management (e.g. section manager) 
Supervisory staff (e.g. officer, supervisor) 
General staff (e.g. clerical, operational staff) 
- Did you participate in the System on a voluntary basis? 
— Yes — No 
- As far as you know, what will the assessment results be used for? 
identifying training and development needs / succession planning 
identifying management style 
performance management (e.g. determining salary increase, promotion) 
others (Please specify : ) 
To what extent do you agree with the following statements Please circle the most appropriate 
response : 




I understand clearly how the System works. 1 2 3 4 5 6 7 8 9 10 
I was given adequate information about the System before I 1 2 3 4 5 6 7 8 9 10 
participated as appraiser for my boss. 
I was given adequate training on how to be an effective appraiser 1 2 3 4 5 6 7 8 9 10 
before I participated. 
The scoring method of the System is fair and objective. 1 2 3 4 5 6 7 8 9 10 





I have rated my boss honestly. 1 2 3 4 5 6 7 8 9 10 
It will be better if my assessment on my boss are given with 1 2 3 4 5 6 7 8 9 10 
narrative description in addition to ratings. 
It will be better if my assessment on my boss are given with 1 2 3 4 5 6 7 8 9 10 
concrete examples to support the ratings. 
I have adequate observations on the daily performance of my boss 1 2 3 4 5 6 7 8 9 10 
for me to rate him/her appropriately. 
It is more appropriate to use the System for identifying development 1 2 3 4 5 6 7 8 9 10 
needs than for determining salary review. 
I believe that my assessment on my boss will be more or less similar 1 2 3 4 5 6 7 8 9 10 
to my boss's assessment on himself/herself. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying development 
needs. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying development 
needs. 
It is more appropriate to use the System for determining salary 1 2 3 4 5 6 7 8 9 10 
review than for identifying development needs. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
If my assessment on my boss is linked with hisAier salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with hisAier salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my boss a lower rating than he/she really is. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on him/her, I will tend to give my boss a higher 





If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on him/her, I will tend to give my boss a lower 
rating than he/she really is. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
termination decision on him/her, I will tend to give my boss a 
higher rating than he/she really is. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
termination decision on him/her, I will tend to give my boss a lower 
rating than he/she really is. 
The 360 Degree Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my boss and me. 
The 360 Degree Assessment System can improve the relationships 1 2 3 4 5 6 7 8 9 10 
between my boss and me. 
If I could choose, I would not participate in the 360 Degree 1 2 3 4 5 6 7 8 9 10 
Assessment System as appraiser for my boss. 
The 360 Degree Assessment System should be extended to all staff 1 2 3 4 5 6 7 8 9 10 
in my company. 
I feel comfortable if my boss can identify which rating is given by 1 2 3 4 5 6 7 8 9 10 
me. 
Personal Profile 
- Age 55 or above 40 - 55 
— 3 0 - 4 0 — 25-30 
— b e l o w 25 
- Sex Male Female 
- Expatriate Local 
- How long have you been working for your current company? years 
Thank you 
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Appendix 3 (a) 
Questionnaire for Users of 360 Degree Assessment Svstem 
-Peers as Appraiser 
- How many times have you been appraiser for your peers under the 360 Degree Assessment 
System? 
- What is(was) your level when you are (were) the appraiser 
(Please tick as appropriate) 
Senior management (e.g. director, president, department head) 
Middle management (e.g. department manager) 
Junior management (e.g. section manager) 
Supervisory staff (e.g. officer, supervisor) 
General staff (e.g. clerical, operational staff) 
- Did you participate in the System on a voluntary basis? 
— Yes — No 
- As far as you know, what will the assessment results be used for? 
identifying training and development needs / succession planning 
identifying management style 
performance management (e.g. determining salary increase, promotion) 
others (Please specify : ) 
To what extent do you agree with the following statements Please circle the most appropriate 
response : 




I understand clearly how the System works. 1 2 3 4 5 6 7 8 9 10 
I was given adequate information about the System before I 1 2 3 4 5 6 7 8 9 10 
participated as appraiser for my peers. 
I was given adequate training on how to be an effective appraiser 1 2 3 4 5 6 7 8 9 10 
before I participated. 
The scoring method of the System is fair and objective. 1 2 3 4 5 6 7 8 9 10 





I have rated my peers honestly. 1 2 3 4 5 6 7 8 9 10 
It will be better if my assessments on my peers are given with 1 2 3 4 5 6 7 8 9 10 
narrative description in addition to ratings. 
It will be better if I could provide concrete example to support the 1 2 3 4 5 6 7 8 9 10 
ratings I .gave to my peers. 
I have adequate observations on the daily performance of my peers 1 2 3 4 5 6 7 8 9 10 
for me to rate him/her appropriately. 
It is more appropriate to use the System for identifying development 1 2 3 4 5 6 7 8 9 10 
needs than for determining salary review. 
I believe that my assessment on peers will be more or less similar to 1 2 3 4 5 6 7 8 9 10 
my peers's assessment on himself^erself. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying development 
needs. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying development 
needs. 
It is more appropriate to use the System for determining salary 1 2 3 4 5 6 7 8 9 10 
review than for identifying development needs. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
If my assessment on my peers is linked with their salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my peers higher ratings than they really are. 
If my assessment on my peers is linked with their salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my peers lower ratings than they really are. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on him/her, I will tend to give my boss a higher 





If my assessment on my peers is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on them, I will tend to give my peers lower 
ratings than they really are. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
If my assessment on my peers is linked with the company's 1 2 3 4 5 6 7 8 9 10 
termination decision on them, I will tend to give my peers higher 
ratings than they really are. 
If my assessment on my peers is linked with the company's 1 2 3 4 5 6 7 8 9 10 
termination decision on them, I will tend to give my peers lower 
ratings than they really are. 
The 360 Degree Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my peers and me. 
The 360 Degree Assessment System can improve the relationships 1 2 3 4 5 6 7 8 9 10 
between my peers and me. 
I will avoid giving high ratings to my peers because I don't want 1 2 3 4 5 6 7 8 9 10 
my own ratings to compare unfavourably with my peers' ratings. 
If I could choose, I would not participate in the 360 Degree 1 2 3 4 5 6 7 8 9 10 
Assessment System as appraiser for my peers. 
The 360 Degree Assessment System should be extended to all staff 1 2 3 4 5 6 7 8 9 10 
in my company. 
I feel comfortable if my peers can identify which rating is given by 1 2 3 4 5 6 7 8 9 10 
me. 
Personal Profile 
- Age 55 or above 40 - 55 
— 3 0 - 4 0 25-30 
below 25 
- Sex Male Female 
- Expatriate Local 




Questionnaire for Users ofUpward Assessment Svstem - Appraisee 
- How many times have you been assessed under the Upward Assessment System? 
- What is(was) your level when you are (were) the appraisee 
(Please tick as appropriate) 
Senior management (e.g. director, president, department head) 
Middle management (e.g. department manager) 
Junior management (e.g. section manager) 
Supervisory staff (e.g. officer, supervisor) 
General staff (e.g. clerical, operational staff) 
- Did you participate in the System on a voluntary basis? 
Yes — No 
- As far as you know, what will the assessment results be used for? 
identifying training and development needs / succession planning 
identifying management style 
performance management (e.g. determining salary increase, promotion) 
others (Please specify : ) 
To what extent do you agree with the following statements Please circle the most 
appropriate response : 




I understand clearly how the System works. 1 2 3 4 5 6 7 8 9 10 
I was given adequate information about the System before I 1 2 3 4 5 6 7 8 9 10 
participated as appraisee. 
The Upward Assessment System helps me understand more about 1 2 3 4 5 6 7 8 9 10 
myself. 





If I could choose, I would not participate in the Upward 1 2 3 4 5 6 7 8 9 10 
Assessment System. 
The Upward Assessment System should be extended to all staff in 1 2 3 4 5 6 7 8 9 10 
my company. 
It will be better if the ratings I receive are supported with 1 2 3 4 5 6 7 8 9 10 
narrative description. 
It will be better if the ratings I receive are supported with 1 2 3 4 5 6 7 8 9 10 
concrete examples. 
It would be better if I could know who gave me which rating. 1 2 3 4 5 6 7 8 9 10 
It is useful to compare my Upward Assessment results this year 1 2 3 4 5 6 7 8 9 10 
with my results last year. 
It is useful to compare my Upward Assessment results with the 1 2 3 4 5 6 7 8 9 10 
norm of the company. 
The System can help me improve my own performance. 1 2 3 4 5 6 7 8 9 10 
I believe that I was rated honestly by my subordinates. 1 2 3 4 5 6 7 8 9 10 
It is more appropriate to use the System for identifying my 1 2 3 4 5 6 7 8 9 10 
development needs than for determining salary review. 
I believe that my own assessment on myself will be more or less 1 2 3 4 5 6 7 8 9 10 
similar to my subordinates' assessment on me. 
I think my subordinates have adequate observations on my daily 1 2 3 4 5 6 7 8 9 10 
performance for them to give me an appropriate ratings. 
The Upward Assessment System is more effective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system for identifying my development needs. 
The Upward Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying my 
development needs. 
It is more appropriate to use the System for determining salary 1 2 3 4 5 6 7 8 9 10 
review than for identifying my development needs. 
The Upward Assessment System is more effective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system if the assessment results are linked 
with salary review. 
The Upward Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with salary review. 
I feel comfortable if my Upward Assessment results are linked 1 2 3 4 5 6 7 8 9 10 





The Upward Assessment System is more effective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system if the assessment results are linked 
with promotion decision. 
The Upward Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with promotion decision. 
I feel comfortable if my Upward Assessment results are linked 1 2 3 4 5 6 7 8 9 10 
with promotion decision. 
The Upward Assessment System is more effective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system if the assessment results are linked 
with termination decision. 
The Upward Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results are 
linked with termination decision. 
I feel comfortable if my Upward Assessment results are linked 1 2 3 4 5 6 7 8 9 10 
with termination decision. 
The Upward Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my subordinates and me. 
The Upward Assessment System can improve the relationships 1 2 3 4 5 6 7 8 9 10 
between my subordinates and me. 
I was given adequate feedback by my boss on how to interpret my 1 2 3 4 5 6 7 8 9 10 
assessment results. 
I was given adequate feedback by staff from human resource 1 2 3 4 5 6 7 8 9 10 
department on how to interpret my assessment results. 
It would be better if I had been given feedback by external 1 2 3 4 5 6 7 8 9 10 
consultants in addition to by my boss. 
Overall speaking, I was given adequate feedback on how to 1 2 3 4 5 6 7 8 9 10 
interpret my assessment results 
Personal Profile 
- Age 55 or above 40 - 55 
— 3 0 - 4 0 — 25 -30 
— b e l o w 25 
- Sex Male Female 
- Expatriate Local 




Questionnaire for Users of Upward Assessment System 
-Subordinate as Appraiser 
- How many times have you been appraiser for your boss under the Upward Assessment 
System? 
- What is(was) your level when you are (were) the appraiser 
(Please tick as appropriate) 
Senior management (e.g. director, president, department head) 
Middle management (e.g. department manager) 
Junior management (e.g. section manager) 
Supervisory staff (e.g. officer, supervisor) 
General staff (e.g. clerical, operational staff) 
- Did you participate in the System on a voluntary basis? 
Yes No 
- As far as you know, what will the assessment results be used for? 
identifying training and development needs / succession planning 
identifying management style 
performance management (e.g. determining salary increase, promotion) 
others (Please specify : ) 
To what extent do you agree with the following statements Please circle the most appropriate 
response : 




I understand clearly how the System works. 1 2 3 4 5 6 7 8 9 10 
I was given adequate information about the System before I 1 2 3 4 5 6 7 8 9 10 
participated as appraiser for my boss. 
I was given adequate training on how to be an effective appraiser 1 2 3 4 5 6 7 8 9 10 
before I participated. 
The scoring method of the System is fair and objective. 1 2 3 4 5 6 7 8 9 10 





I have rated my boss honestly. 1 2 3 4 5 6 7 8 9 10 
It will be better if my assessment on my boss are given with 1 2 3 4 5 6 7 8 9 10 
narrative description in addition to ratings. 
It will be better if my assessment on my boss are given with 1 2 3 4 5 6 7 8 9 10 
concrete examples to support the ratings. 
I have adequate observations on the daily performance of my boss 1 2 3 4 5 6 7 8 9 10 
for me to rate him/her appropriately. 
It is more appropriate to use the System for identifying development 1 2 3 4 5 6 7 8 9 10 
needs than for determining salary review. 
I believe that my assessment on my boss will be more or less similar 1 2 3 4 5 6 7 8 9 10 
to my boss's assessment on himsel^erself. 
The Upward Assessment System is more effective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system for identifying development needs. 
The Upward Assessment System is more objective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system for identifying development needs. 
It is more appropriate to use the System for determining salary 1 2 3 4 5 6 7 8 9 10 
review than for identifying development needs. 
The Upward Assessment System is more effective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system if the assessment results are linked with 
salary review. 
The Upward Assessment System is more objective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system if the assessment results are linked with 
salary review. 
If my assessment on my boss is linked with his/her salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my boss a higher rating than he/she really is. 
If my assessment on my boss is linked with his/her salary review, I 1 2 3 4 5 6 7 8 9 10 
will tend to give my boss a lower rating than he/she really is. 
The Upward Assessment System is more effective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system if the assessment results are linked with 
promotion decision. 
The Upward Assessment System is more objective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system if the assessment results are linked with 
promotion decision. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on him/her, I will tend to give my boss a higher 





If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
promotion decision on him/her, I will tend to give my boss a lower 
rating than he/she really is. 
The Upward Assessment System is more effective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system if the assessment results are linked with 
termination decision. 
The Upward Assessment System is more objective than traditional 1 2 3 4 5 6 7 8 9 10 
top-down appraisal system if the assessment results are linked with 
termination decision. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
termination decision on him/her, I will tend to give my boss a 
higher rating than he/she really is. 
If my assessment on my boss is linked with the company's 1 2 3 4 5 6 7 8 9 10 
termination decision on him/her, I will tend to give my boss a lower 
rating than he/she really is. 
The Upward Assessment System can enhance communication 1 2 3 4 5 6 7 8 9 10 
between my boss and me. 
The Upward Assessment System can improve the relationships 1 2 3 4 5 6 7 8 9 10 
between my boss and me. 
If I could choose, I would not participate in the Upward Assessment 1 2 3 4 5 6 7 8 9 10 
System as appraiser for my boss. 
The Upward Assessment System should be extended to all staff in 1 2 3 4 5 6 7 8 9 10 
my company. 
I feel comfortable if my boss can identify which rating is given by 1 2 3 4 5 6 7 8 9 10 
me. 
Personal Profile 
- Age 55 or above 40 - 55 
— 3 0 - 4 0 25-30 
below 25 
- Sex Male Female 
- Expatriate Local 




Questionnaire on 360 Degree Assessment System - Non-user 
Have you ever heard the concept of "360 Degree Assessment System" 
Yes No (please read the Brief Mroduction below) 
Brief Litroduction 
360 Degree Assessment System is an assessment system in which the assessment / 
ratings about an individuaVs competency and performance is collectedfrom a variety 
ofsources, including supervisor, subordinates, peers, customers, and self. 
To what extent do you agree with the following statements Please circle the most 




The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying training / 
development needs. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system for identifying training / 
development needs. 
It is more appropriate to use the System for identifying training / 1 2 3 4 5 6 7 8 9 10 
development needs than for determining salary review. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results 
are linked with salary review. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results 
are linked with salary review. 
It is more appropriate to use the System for determining salary 1 2 3 4 5 6 7 8 9 10 
review than for identifying training / development needs. 
The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results 
are linked with promotion decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results 





The 360 Degree Assessment System is more effective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results 
are linked with termination decision. 
The 360 Degree Assessment System is more objective than 1 2 3 4 5 6 7 8 9 10 
traditional top-down appraisal system if the assessment results 
are linked with termination decision. 
If my company implements the 360 Degree Assessment System 1 2 3 4 5 6 7 8 9 10 
for identifying training and development needs, I will be willing 
to participate as appraisee. 
If my company implements the 360 Degree Assessment System 1 2 3 4 5 6 7 8 9 10 
for determing salarv review, I will be willing to participate as 
appraisee. 
I think the 360 Degree Assessment System will help me 1 2 3 4 5 6 7 8 9 10 
understand more about myself. 
I think the 360 Degree Assessment System will help me improve 1 2 3 4 5 6 7 8 9 10 
my own performance. 
I think my boss's assessment on me will be the most valuable 1 2 3 4 5 6 7 8 9 10 
reference for me. 
I think my subordinates' assessment on me will be the most 1 2 3 4 5 6 7 8 9 10 
valuable reference for me. 
I think my peers' assessment on me will be the most valuable 1 2 3 4 5 6 7 8 9 10 
reference for me. 
I think my internal customers' assessment on me will be the most 1 2 3 4 5 6 7 8 9 10 
valuable reference for me. 
I feel comfortable if my 360 Degree Assessment results are 1 2 3 4 5 6 7 8 9 10 
linked with my salarv review. 
I feel comfortable if my 360 Degree Assessment results are 1 2 3 4 5 6 7 8 9 10 
linked with promotion decision on me. 
I feel comfortable if my 360 Degree Assessment results are 1 2 3 4 5 6 7 8 9 10 
linked with termination decision on me. 
I believe I will be honestly rated by my boss. 1 2 3 4 5 6 7 8 9 10 
I believe I will be honestly rated by my subordinates. 1 2 3 4 5 6 7 8 9 10 
I believe I will be honestly rated by my peers. 1 2 3 4 5 6 7 8 9 10 
I believe I will be honestly rated by my internal customers. 1 2 3 4 5 6 7 8 9 10 






It will be better if the ratings I receive are supported with 1 2 3 4 5 6 7 8 9 10 
concrete examples. 
It will be better if I can know who gives me which rating. 1 2 3 4 5 6 7 8 9 10 
If my company implements the 360 Degree Assessent System, I 1 2 3 4 5 6 7 8 9 10 
will be willing to participate as appraiser for mv boss. 
I believe I will have adequate observations on the daily 1 2 3 4 5 6 7 8 9 10 
performance of my boss for me to rate him/her appropriately. 
Ifmy assessment on my boss is linked with h i s t o salary review, 1 2 3 4 5 6 7 8 9 10 
I will tend to give my boss a higher rating than he/she really is. 
Ifmy assessment on my boss is linked with his/her salary review, 1 2 3 4 5 6 7 8 9 10 
I will tend to give my boss a lower rating than he/she really is. 
If my assessment on my boss is linked with promotion decision 1 2 3 4 5 6 7 8 9 10 
on him/her, I will tend to give my boss a higher rating than 
he/she really is. 
If my assessment on my boss is linked with promotion decision 1 2 3 4 5 6 7 8 9 10 
on him/her, I will tend to give my boss a lower rating than 
he/she really is. 
If my assessment on my boss is linked with termination decision 1 2 3 4 5 6 7 8 9 10 
on him/her, I will tend to give my boss a higher rating than 
he/she really is. 
If my assessment on my boss is linked with termination decision 1 2 3 4 5 6 7 8 9 10 
on him/her, I will tend to give my boss a lower rating than 
he/she really is. 
I feel comfortable if my boss can identify which rating is given 1 2 3 4 5 6 7 8 9 10 
by me. 
If my company implements the 360 Degree Assessent System, I 1 2 3 4 5 6 7 8 9 10 
will be willing to participate as appraiser for mv peers. 
I believe I will have adequate observations on the daily 1 2 3 4 5 6 7 8 9 10 
performance of my peer for me to rate him/her appropriately. 
Ifmy assessment on my peer is linked with his/her salary review, 1 2 3 4 5 6 7 8 9 10 
I will tend to give my peer a higher rating than he/she really is. 
Ifmy assessment on my peer is linked with his/her salary review, 1 2 3 4 5 6 7 8 9 10 
I will tend to give my peer a lower rating than he/she really is. 
If my assessment on my peer is linked with promotion decision 1 2 3 4 5 6 7 8 9 10 
on him/her, I will tend to give my peer a higher rating than 





If my assessment on my peer is linked with promotion decision 1 2 3 4 5 6 7 8 9 10 
on him/her, I will tend to give my peer a lower rating than he/she 
really is. 
If my assessment on my peer is linked with termination decision 1 2 3 4 5 6 7 8 9 10 
on him/her, I will tend to give my peer a higher rating than 
he/she really is. 
If my assessment on my peer is linked with termination decision 1 2 3 4 5 6 7 8 9 10 
on him/her, I will tend to give my peer a lower rating than he/she 
really is. 
I feel comfortable if my peer can identify which rating is given 1 2 3 4 5 6 7 8 9 10 
by me. 
I will avoid giving high ratings to my peers because I don't want 1 2 3 4 5 6 7 8 9 10 
my own ratings to compare unfavourably with my peers' ratings. 
The 360 Degree Assessment System will enhance the 1 2 3 4 5 6 7 8 9 10 
relationships between my boss and me. 
The 360 Degree Assessment System will enhance the 1 2 3 4 5 6 7 8 9 10 
relationships between my peers and me. 
The 360 Degree Assessment System will enhance the 1 2 3 4 5 6 7 8 9 10 
relationships between my subordinates and me. 
The 360 Degree Assessment System is too time-consuming. 1 2 3 4 5 6 7 8 9 10 
The 360 Degree Assessment System is not cost-effective. 1 2 3 4 5 6 7 8 9 10 
I believe if my company implements the 360 Degree Assessment 1 2 3 4 5 6 7 8 9 10 
System, it will be implemented successfully. 
I believe if my company implements the 360 Degree Assessment 1 2 3 4 5 6 7 8 9 10 
System, it will be well-accepted by the staff. 
Personal Profile 
- Age 55 or above 40 - 55 
= 3 0 - 4 0 25-30 
below 25 
- Sex Male Female 
- How long have you been working for your current company? years 
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